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ONTARIO WOMEN’S DIRECTORATE: 
WHO WE ARE 


The Ontario Women’s Directorate (OWD) is a central agency within the 
Ontario government, reporting to the Minister Responsible for Women’s 
Issues. Through policy development and review, program co-ordination, 
consultation and public education, the directorate assists the Government 
of Ontario in achieving its commitment to the economic, legal and social 
equality of women in Ontario. Of particular concern to the Ontario 
Women’s Directorate are the special needs of aboriginal, francophone, 
immigrant and racial minority women, northern women and women with 
disabilities. 


The Directorate’s Consultative Services Branch works in partnership with 

unions, public and private sector employers, educators and community 

organizations to help plan, develop and implement equity initiatives that 
will benefit women and girls. 


Consultative Services Branch develops and delivers workshops and 
seminars, technical guides, audio-visual and print information, training 
videos, workshop manuals and Change Agent demonstration projects on: 

Balancing Work and Family Responsibilities 

Education and Training Equity 

Gender and Racial Bias-Free Systems 

Occupational! Integration 

Sexual and Workplace Harassment 

Workplace Equity. 


The branch also administers the Directorate’s Community Grants Program 
which funds community-based projects that help women achieve 
economic, legal and social equality. On behalf of the Directorate, the 
Consultative Services Branch supervises the Ontario Women’s Directorate 
Northern Office which links northern women to a wide range of 
Directorate services. 


FOR FURTHER INFORMATION, CONTACT: 


Consultative Services Branch 
Ontario Women’s Directorate 
2 Cariton Street, 12th floor 
Toronto, Ontario M5B 2M9 


Phone: (416) 314-0300 


TDD: (416) 314-0248 
Fax: (416) 314-0256 
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ONTARIO FEDERATION OF LABOUR: 
WHO WE ARE 


The Ontario Federation of Labour (OFL) is the province’s "house of 
labour”, or central labour body. Just as workers unite in a union to 
protect their rights, so do union locals unite in a central labour body to 
further their aims and objectives. 


From its inception in 1957, the OFL has grown to represent some 800,000 
Ontario workers in more than 2,000 affiliated local unions. 


As with other provincial labour federations, the OFL is directly chartered 
by the Canadian Labour Congress. A full-time president, secretary- 
treasurer and executive vice-president oversee the day-to-day operations. 
Along with 21 vice-presidents representing a cross-section of affiliates, 
they are elected biennially to form the OFL Executive Board. 


Executive Board members chair the various OFL standing committees 
that supervise ongoing policy concerns; strike co-ordination and support, 
education, energy and environment, human rights, labour relations, 
occupational health and safety, peace and disarmament, pensions, 
political education, social services, women and workers’ compensation. 
The Federation also works closely with other social justice groups on 
these issues. 


Policy conventions are held biennially at which time union members help 
set OFL policy and future directions for the labour movement. 


FOR FURTHER INFORMATION CONTACT: 


Ontario Federation of Labour 

15 Gervais Drive, Suite 202 

Don Mills, Ontario 

M3C 1Y8 

Phone (416) 441-2731 or 1 800 668-9138 


A joint project by the Ontario Federaton of Labour and the Ontario Women's Directorate - opeiu343 


Digitized by the Internet Archive 
in 2024 with funding from 
University of Toronto 


https://archive.org/details/31/6112059891 7 


Sexual Harassment: Working It Out 


TABLE OF CONTENTS 


SECTION I 
General Notes for Workshop/Discussion Leaders 
Introduction 


SECTION II 
The Issues 
Questions for Discussion following a screening of the video: 


About Sexual Harassment 
Ways Women are Excluded from Full Participation 
Making the Workplace Free of Sexual Harassment 


SECTION III 
Half Day Workshop Activities 
Outline for a Half Day Workshop 
The Issues 
What is Sexual Harassment 
What is Systemic Discrimination: Identifying Barriers 
Steps to Prevent & Eliminate Harassment 
Wrap Up 


SECTION IV 
Full Day Workshop Activities 
Outline for a Full Day Workshop 
The Issues 
What is Sexual Harassment 
What is Systemic Discrimination: Identifying Barriers 
Steps to Prevent & Eliminate Harassment 
Steps in Handling Incidents of Harassment 
Working Through Situations 
Resources 
Wrap Up 


A joint project by the Ontano Federaton of Labour and the Ontario Women's Directorate opeiu343 


‘ReDiv ett 1G on insets. a6 enone rotate 


Sealey wait f ua baa” 
AISNE Nina MY DeQulays: 16s 15 ; ae 


Vi TES th iguuee in os eonicue Ww weg 


' 


Gothia «ng 


Insrugesian fi vanced bs Ek aiwe 

: ISITISS DAL inet) tare Mise) Stet ye 7 pri vi 
WSNVSER Sten rufa 4 never eof eee eC 

| qigew - 


. | iv “VL worse 
aHNiDA oi ve ie 
iow. vac? Nu 6 set amie 
oakwal att 
HOUMBAR TAM (in SO Bled Wy 
“sh qd. Livan) onenimirAhgeitt 5 a ‘ tative 


aa eS gi , uevine, . ‘wel tS oy ae 4.3 


SCG 6 Sinai Helin is oat . 


‘Sexual Harassment: Working It Out 


SECTION V 
Action Guide 
What to do if You are being Harassed: Steps a Woman Can 
Take 
Steps to Take if You are Accused of Harassment 
Investigating Complaints of Harassment: Tips for Stewards 
Interviewing the Complainant(s) 
Interviewing the Alleged Harasser 
Interviewing Witnesses 
Tips for Investigators 


SECTION VI 
Resources 

Myths about Sexual Harassment 
Which Legislation Covers Your Workplace 
Contacting the relevant Commission 
Excerpts from the Ontario Human Rights Code 
Excerpts from the Canadian Human Rights Act 
Sample Union Anti-harassment Policies 
Sample Anti-harassment Contract Language 
Other Educational Resources 


SECTION VII 
Handouts 
Sexual Harassment Scenarios: Is It Harassment? 
Scenarios for Role Plays and Strategies 
Course Evaluation 


pila ee ee LS eS ee a ee 
A joint project by the Ontario Federation of Labour and the Ontano Women's Directorate opeiu343 


Samael ae! eh See Inean'> ot | 


AMM fern Sets oto Ae ns 3 
. cata 


a. 


— se = . 
uae E HORNS AL © NI Bay ANS WH om oy ‘eras SA ae 


77 


_ 
en 
_ 
. _ a 
a 
a 
-_ 
: 
_ 
os. oe 


SECTION I -- 1 Sexual Harassment: Working It Out 


SECTION | 


GENERAL NOTES FOR 
WORKSHOP/DISCUSSION LEADERS 


INTRODUCTION 
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SECTION I -- 2 Sexual Harassment: Working It Out 


GENERAL NOTES FOR WORKSHOP/DISCUSSION LEADERS 


HANDLING TENSION IN THE DISCUSSION SESSION 


We are used to discussing union policies and ways to implement them. 
But there is something about the harassment issue that makes many 
trade unionists feel personally very uncomfortable and uneasy. 


It is important for the group to discuss their own feelings of discomfort, 
resentment, or anxiety in talking about racist, sexist and homophobic 
behaviour. People feel their own roles being challenged when we discuss 
prejudice, “gender politics", power politics, and discriminatory actions. 
Society’s norms are in a state of flux and many people are not sure what 
is expected of them and how to cope with the changing ground. 


Another source of tension is that the participants may be thinking like 
stewards as they discuss the issues. They may see a different role is . 
called for in handling sexual harassment situations than the one they are 
used to handling in other grievances and complaints. Stewards and staff 
reps are used to defending members accused by management and 
protecting them against unfair discipline. 


In dealing with harassment incidents, the person making the allegation is 
probably a member of the union. The accused person may be a member 
too. Both parties need due process, and the steward may feel 
unreasonably pulled to play both roles. Stewards need to look for new 
ways to handle these cases, with the help of others. Otherwise, a union 
rep may feel paralyzed or confused about how to be "fair". 


These tensions may be just under the surface in the room when the 
course begins. For participants of a group to feel comfortable in 
discussing sexual and racial harassment, they must get the sense from 
the course leader that they will not be jumped on or judged for any 
comment they make, however provocative or emotional that might be. It 
is hard to get beyond the hurt that comes from feeling attacked. 
Sometimes people have to get their feelings off their chest before they 
are able to move on to a more open perspective. 
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SECTION I -- 3 Sexual Harassment: Working It Out 


The course leader can help create this environment by acting more like a 
“traffic director" than an "enforcer". The leader makes sure that all 
members of the group have the opportunity both to express their 
opinions and modify their positions as they go along. 


It also means modelling a tolerant and sensitive approach to the issue 
yourself. As a course leader, you will have more credibility if you share 
some of your own experiences, doubts and feelings, without getting 
preachy. You too have been unsure of how to deal with certain 
situations, such as when someone makes a derogatory joke or makes a 
comment about someone’s dress or origin. No one has all the answers; 
no one is an expert. We are all trying to make sense of our experiences 
and working to create an environment where everyone feels valued and 
secure. 


Some of the reasons people give for feeling uncomfortable with 
discussing harassment, especially sexual harassment, are: 


. as men, feeling guilt (because we have done something harassing 
or have been silent witnesses) and fear that if we label this 
behaviour as unacceptable, we may end up excluded from our 
own group; 


2 for women, being afraid of being further isolated, labelled, told we 
have no sense of humour, or even becoming the target of attacks; 


% feeling uncomfortable taking on someone who makes a sexist 
remark or joke one-on-one; 


* feeling apprehensive that if we take the wrong side in a 
harassment incident, we may be making a mistake which is hard 
to “fix” afterwards; 


* feeling there is so much "grey area” it’s hard to know what is 
acceptable to others; 


2 being used to fighting employers on behalf of our members --but 
not being so sure how we can defend the accused person and 
support the person who makes the allegation; 


A joint project by the Ontario Federation of Labour and the Ontario Women's Directorate opeiu343 
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eee a, 


. fear of dividing or polarizing the membership over incidents of 
harassment; 
* not knowing the specific procedures to follow when handling an 


incident or complaint about harassment which is different from 
other cases that reps handle; 


: fearing that we will have to "watch ourselves” in our socializing, 
being resentful that we won’t be able to joke, tease each other, or 
kid around any more without someone taking it "the wrong way”. 


BE PREPARED: 


Leading sessions on harassment can be potentially explosive. Be 
prepared for different responses, such as the following: 


F Discussions of harassment may lead to members of the group 
making confidential revelations, either to the group as a whole or 
privately to the course leaders. Individuals may recount personal 
experiences with sexual assault, incest, or other forms of sexual 
abuse. Bringing these memories to the surface may involve 
reliving past horrors that have been secretly locked away and not 
even consciously remembered. 


, Some women and men, who have been terribly hurt by 
harassment, violence or other abuse, will be angry. Often their 
anger is directed at men. Women who like men and their 
relationships with men may feel guilty or defensive about the 
anger expressed. This is a situation in which comments about 
“"man-haters” may be expressed. 


3 Men who feel threatened by the discussion may use indirect ways 
to sidetrack the discussion. They may try to focus on something 
off the topic they do want to talk about, in an area where they feel 
“in charge”, or begin distracting side conversations. You can't 
make people contribute or participate. In balancing the interests 
in the room, you should focus on making sure that those 
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SECTION I -- 5 Sexual Harassment: Working It Out 


| RR SR SR PT 


participants who do want to discuss harassment can get on with 
the session. 


, Some women may blame other women for the problem of sexual 
harassment. They perceive that if these women were strong and 
assertive to begin with, they wouldn’t be victims. Interestingly 
enough, there may be women who present themselves (and are 
perceived by others) as assertive and strong who may be 
experiencing guilt and self-blame for incidents of sexual 
harassment or abuse they did not deal with "as a feminist should”. 


3 They may also focus on women who, in their view, invite and 
deserve harassment. This view may persist despite a discussion 
of the fact that women of all ages, style of dress, or degree of 
physical “attractiveness”, become targets of harassment. 


% In recounting personal experiences, women may first describe 
situations in which they responded assertively to end the 
aggression against them. This is the least risky type of 
disclosure. The course leader must ensure the group also 
understands that many times, victims of harassment and 
intimidation are not able to respond assertively. 


INVOLVING TWO WORKSHOP LEADERS: 


If there are two leaders, it helps to have both involved in group 
discussions -- one ensuring that everyone gets a chance to speak and 
that all the points are covered (“traffic director"), and the other paying 
attention to the reactions of group members, tensions, interpersonal and 
group dynamics, and emotional responses ("fire fighter"). Two leaders 
are ideal. Even more ideal is to have one male leader and one female 
leader. 
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Sexual Harassment: Working It Out 


INTRODUCTION 


This workbook is intended for use by rank and file union members and 
discussion leaders. it accompanies the video, Working it Out, which 
deals with workplace harassment. 


Your discussion may be just half an hour following the screening of the 
video. Or, you may be able to set aside a half day or a full day to discuss 
issues raised by the video in thinking about your own workplace. This 
workbook will help you set up the discussion according to the time you 
have available. 


This workbook has several sections: 


Vil) 


GENERAL NOTES AND INTRODUCTION 


QUESTIONS FOR DISCUSSION FOLLOWING A SCREENING 


HALF DAY WORKSHOP 


FULL DAY WORKSHOP 


ACTION GUIDE 


OTHER RESOURCES 


HANDOUTS 
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SECTION II 


THE ISSUES 


QUESTIONS FOR DISCUSSION FOLLOWING 
SCREENING OF THE VIDEO: 


ABOUT SEXUAL HARASSMENT 


ABOUT WAYS WOMEN ARE EXCLUDED 
FROM FULL PARTICIPATION 


ABOUT MAKING THE WORKPLACE 
FREE OF SEXUAL HARASSMENT 
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SECTION II -- 2 Sexual Harassment: Working It Out 


THE ISSUES 


Sexual harassment affects a majority of women workers at one time or 
another. Women are harassed by their male colleagues and supervisors 
as a power play, to put them "in their place”. In other cases, men use 
coercive (forceful) expressions of Sexuality as a misdirected form of 
social contact. 


Physical appearance usually has nothing to do with the selection of a 
“victim”. In fact, the only thing most women “do” to bring on such 
behaviour is to exercise their rights to work on a job. It is a woman’s 
very presence that makes some men feel threatened or uncomfortable. 
Men are also sometimes the victims of sexual harassment, although it is 
clear that women are harassed at work far more often. 


When a person is harassed, it may affect others of the same group in the 
workplace. Harassing one woman at a non-traditional job site or in an 
office may make other women in the same workplace feel unsafe or 
unwelcome. Posting racist or sexist cartoons or "girlie" pictures around 
the job site may have a similar, though more subtle effect, on individuals 
and groups. 


The stress of harassment can be very severe. Harassment causes 
anxiety, depression, feelings of guilt, or low self-worth. It often leads to 
time off work and problems at home. The emotional problems brought on 
by harassment can be long-lasting and victims may need counselling or 
help from professional therapists. 

As trade unionists, we ask ourselves these questions: 

L. If harassment is so harmful, why does it continue to go on? 


fl. Why do men do it? 


Ui. Why is it covered up and tolerated? 
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SECTION II -- 3 Sexual Harassment: Working It Out 
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IV. What is our role as trade unionists to eliminate this destructive 
behaviour? 
V. How can we make the workplace free of harassment? 


This video features a series of situations and reflections about sexual 
harassment in the workplace. It was developed as a joint project of the 
Ontario Women’s Directorate and the Ontario Federation of Labour. It is 
meant to be a tool for discussion about the sensitive and sometimes 
controversial issues relating to changes in the roles of women at work, in 
Our unions, and in society. 


The video can be screened by union members and leaders in local, 
regional and special meetings, conferences, and educational sessions. 


Your discussions about the video and sexual harassment can be 
expanded into a half-day or full-day educational workshop. If you have 
time, you will be able to help people get down to their most deeply-held 
beliefs and feelings about women’s place in the workplace and in society. 
It takes a good deal of respectful listening to allow a full discussion. 
Sometimes it takes plenty of time and a tolerant atmosphere for people to 
question their own opinions and develop new understandings. It helps 
for them to hear themselves! 


On page 2 of Section Ill, and on page 2 of Section IV, you will find an 
Outline for a half day and full day workshop. 
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SECTION II -- 4 Sexual Harassment: Working It Out 


“SEXUAL HARASSMENT: WORKING IT OUT” VIDEO 
Have your partner set up the video while you introduce it: 


¢ 20 minutes long 
a joint project of the OFL and the Ontario’s 
Women’s Directorate to raise awareness of sexual 
harassment with union leaders and members. 
Women victims of harassment in the workplace tell 
their stories. Spokespersons from different unions 
(USWA, CUPE, CAW, PSAC, etc.) explain how 
important this issue is to unions in the 90s and. 
what we can do to address it. 


a 
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SECTION II -- 5 Sexual Harassment: Working It Out 


QUESTIONS FOR DISCUSSION 
FOLLOWING A SCREENING OF THE VIDEO 


The following are some suggested questions to get the discussion 
moving. They are Suitable for discussion by the whole group, or for 
groups of four to seven. 


A. ABOUT HARASSMENT: 


1. Do men and women view sexual harassment differently? If yes, in 
what ways? 
2. Do women in non-traditional occupations face a different 


environment with regard to harassment? How so? 


3. Do people usually know when their sexual attentions are 
unwanted or unwelcome? 


4. What is the responsibility of the supervisor if one worker is 
harassing another? 


5. When should someone being harassed go to the supervisor and 
when should she go to her union rep? 


6. What effects can harassment have on a person outside of work? 


ié: What is a "poisoned environment"? What are the effects on 
people who have been targets of harassment? 


8. When do men get harassed sexually? Is there a pattern? 
B. ABOUT WAYS WOMEN ARE EXCLUDED 
FROM FULL PARTICIPATION: 
1. Thinking about the union structure in your own workplace, are 


there any barriers to the full participation of women (or members 
of minority groups)? What are they? 
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SECTION II -- 6 Sexual Harassment: Working It Out 


23 Do women participate to the same degree as men in the life of the 
union and local? Think about the make-up of the executive, who 
attends general membership meetings, who sits on committees, 
etc. 


3. is there anything around the work site or in the way union 
activities are organized that could make women fee! unwelcome 
(degrading pictures or graffiti, male-only departments or work 
areas without female washrooms or change rooms)? 


4. lf fewer women participate, what might account for it? Meeting or 
course times? Family responsibilities? Women working part- 
time? Hostility toward some women members or women of 
certain backgrounds? 


5 How has the situation for women changed in the last number of 
years? What has not changed? Is your life today (or your 
sister's) better than your mother’s life? 


C. MAKING THE WORKPLACE FREE OF 
SEXUAL HARASSMENT: 


1. What can union members do to (a) remove barriers (b) protect the 
dignity of all workers, and especially (c) to encourage women to 
participate more? 


2 What kind of educational program might be effective in your 
workplace? 
3. Does your union or local have a policy on harassment? Are 


members familiar with it? How is it used? 
4. What has your management done to make supervisors aware of 


their role in preventing harassment? Is it working? Do front line 
supervisors get support from upper management? 
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NOTES 
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SECTION III -- 1 Sexual Harassment: Working It Out 
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SECTION ITT 


HALF DAY WORKSHOP ACTIVITIES 


THE ISSUES 
IDENTIFYING HARASSMENT AND DISCRIMINATION 
WHEN IS IT HARASSMENT 
STEPS TO PREVENT OR ELIMINATE HARASSMENT 


WRAP UP 


—————————SS es SESS 
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SECTION III -- 2 Sexual Harassment: Working It Out 


OUTLINE FOR A HALF DAY WORKSHOP 


Introductions (15 minutes) 
Workshop leader(s) introduce themselves and the topic 
Group members introduce themselves 


Show video "Working it Ouf’ (20 minutes) 
Group discussion using section A) of the video discussion 
questions (10 minutes) 


Sexual Harassment Scenarios: Is it Harassment? 
Small groups tackle the exercise (15 minutes) 
Groups report back on scenarios (20 minutes) 


Refreshment break (15 minutes) 


4. 


Defining Harassment 
Whole group works on collective definition of harassment 
(including poisoned environment) (15 minutes) 
Workshop Leader(s) Summarizes (15 minutes) 


Steps that Local Union leadership can take in the workplace to 
prevent or eliminate harassment 
Small group or entire group discussion using the video 
discussion questions in section C) (15 minutes) 
Workshop Leader(s) Summarizes (10 minutes) 


Wrap Up of Workshop 
Thinking about future action (10 minutes) 
Feedback (10 minutes) 
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SECTION III -- 3 Sexual Harassment: Working It Out 
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THE ISSUES 


Sexual harassment affects a majority of women workers at one time or 
another. Women are harassed by their male colleagues and supervisors 
as a power play, to put them "in their place”. In other cases, men use 
coercive (forceful) expressions of sexuality as a misdirected form of 
social contact. 


Physical appearance usually has nothing to do with the selection of a 
"victim". In fact, the only thing most women "do" to bring on such 
behaviour is to exercise their rights to work on a job. It is a woman’s 
very presence that makes some men feel threatened or uncomfortable. 
Men are also sometimes the victims of sexual harassment, although it is 
clear that women are harassed at work far more often. 


When a person is harassed, it may affect others of the same group in the 
workplace. Harassing one woman at a non-traditional job site or in an 
Office may make other women in the same workplace feel unsafe or 
unwelcome. Posting racist or sexist cartoons or "girlie" pictures around 
the job site may have a similar, though more subtle effect, on individuals 
and groups. 


The stress of harassment can be very severe. Harassment causes 
anxiety, depression, feelings of guilt, or low self-worth. It often leads to 
time off work and problems at home. The emotional problems brought on 
by harassment can be long-lasting and victims may need counselling or 
help from professional therapists. 

As trade unionists, we ask ourselves these questions: 

i If harassment is so harmful, why does it continue to go on? 


I. Why do men do it? 


Ml. Why is it covered up and tolerated? 
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SECTION III -- 4 Sexual Harassment: Working It Out 


IV. What is our role as trade unionists to eliminate this destructive 
behaviour? 
V. How can we make the workplace free of harassment? 


This video features a series of situations and reflections about sexual 
harassment in the workplace. It was developed as a joint project of the 
Ontario Women’s Directorate and the Ontario Federation of Labour. It is 
meant to be a tool for discussion about the sensitive and sometimes 
controversial issues relating to changes in the roles of women at work, in 
our unions, and in society. 


The video can be screened by union members and leaders in local, 
regional and special meetings, conferences, and educational sessions. 


Your discussions about the video and sexual harassment can be 
expanded into a half-day or full-day educational workshop. If you have 
time, you will be able to help people get down to their most deeply-heid 
beliefs and feelings about women’s place in the workplace and in society. 
It takes a good deal of respectful listening to allow a full discussion. 
Sometimes it takes plenty of time and a tolerant atmosphere for people to 
question their own opinions and develop new understandings. It helps 
for them to hear themselves! ; 


On page 2 in Section Ill and on page 2 in Section IV, you will find an 
Outline for a half day and full day workshop. 
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SECTION III -- 5 Sexual Harassment: Working It Out 


"SEXUAL HARASSMENT: WORKING IT OUT" VIDEO 
Have your partner set up the video while you introduce it: 


20 minutes long 

é a joint project of the OFL and the Ontario’s 
Women’s Directorate to raise awareness of sexual 
harassment with union leaders and members. 
Women victims of harassment in the workplace tell 
their stories. Spokespersons from different unions 
(USWA, CUPE, CAW, PSAC, etc.) explain how 
important this issue is to unions in the 90s and 
what we can do to address it. 
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SECTION III -- 6 Sexual Harassment: Working It Out 
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QUESTIONS FOR DISCUSSION 
FOLLOWING SCREENING OF THE VIDEO 


The following are some suggested questions to get discussion moving. 
There may not be time for all of the questions, select a few from A (B&C 
questions are used in a latter section). They are suitable for discussion 
by the whole group, or for groups of four to seven. 


A. ABOUT HARASSMENT: 


1. Do men and women view sexual harassment differently? If yes, in 
what ways? 
2. Do women in non-traditional occupations face a different 


environment with regard to harassment? How so? 


3. Do peopie usually know when their sexual attentions are 
unwanted or unwelcome? 


4. What is the responsibility of the supervisor if one worker is 
harassing another? 


5: When should someone being harassed go to the supervisor and 
when should she go to her union rep? 


6. What effects can harassment have on a person outside of work? 


ie What is a “poisoned environment’? What are the effects on 
people who have been targets of harassment? 


8. When do men get harassed sexually? Is there a pattern? 
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B. ABOUT WAYS WOMEN ARE EXCLUDED 
FROM FULL PARTICIPATION: 


i. Thinking about the union structure in your own workplace, are 
there any barriers to the full participation of women (or members 
of minority groups)? 


What are they? 


2 Do women participate to the same degree as men in the life of the 
union and local? Think about the make-up of the executive, who 
attends general membership meetings, who sits on committees, 
etc. 


3. Is there anything around the work site or in the way union 
activities are organized that could make women feel unwelcome 
(degrading pictures or graffiti, male-only departments or work 
areas without female washrooms or change rooms)? 


4. If fewer women participate, what might account for it? Meeting or 
course times? Family responsibilities? Women working part- 
time? Hostility toward some women members or women of 
certain backgrounds? 


5: How has the situation for women changed in the last number of 
years? What has not changed? Is your life today (or your 
sister's) better than your mother’s life? 


C. MAKING THE WORKPLACE FREE OF 
SEXUAL HARASSMENT: 

at What can union members do to (a) remove barriers (b) protect the 
dignity of all workers, and especially (c) to encourage women to 


participate more? 


2 What kind of educational program might be effective in your 
workplace? 
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3. Does your union or local have a policy on harassment? Are 
members familiar with it? How is it used? 


4. What has your management done to make supervisors aware of 


their role in preventing harassment? Is it working? Do front line 
Supervisors get support from upper management? 
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LEADING THE EXERCISE: HARASSMENT SCENARIOS 


Distribute a copy of the scenarios to each participant. Divide the group 
into small groups of four or five. Keep an eye out for gender balance. 
Ask each small group to review three or four scenarios, and to select a 
reporter. For example, if your group has twenty-five people, divide them 
into five groups of five. Again, if time is a problem, you can limit the 
number of scenarios. Divide the scenarios as follows: 


Group 1 -- Situations 1, 2, and 3 
Group 2 -- Situations 4, 5, and 6 
Group 3 -- Situations 7, 8, and 9 
Group 4 -- Situations 10,1 and 2 
Group 5 -- Situations 3, 4, and 5 


After the groups have reached their conclusions on the situations you 
assigned to them, the de-briefing is done as a group. 


As the reporter for each group gives the result of the group’s discussion 
on each Situation, the course leader should note some key reasons on 
the flip chart. All together, these will form the basis of a definition of 
what is and what isn’t harassment. 


Questions to ask the reporters: 


a) If you felt the situation was a case of harassment, what 
elements made it harassment? 


b) If you felt it wasn’t, what were the elements that were 
missing? What would have made it a case of harassment? 


Cc) If you thought the situation might be a case of harassment, 
what information would you search for to be sure? What 
elements would make it definitely a case of harassment? 


As you note the reasons each group gives on the flip chart, mark any 
element which comes up more than once with a check mark. You will be 
creating a list of elements of harassment. 
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If any other group considered the same situation, check with that group 
for any other reasons for the decision. If there is disagreement, try to 
find the common elements as well as the elements where there is no 
consensus. Other course participants may have differing opinions, and 
theirs should be noted as well. 


At the end of the report-back of all the group reporters, read out the 
elements you have noted on the flip chart. Ask for any other defining 
terms of sexual or racial harassment. Make sure to include poisoned 
workplaces and other indirect forms of harassment. 


Let the group know that together they have come up with a fairly 
comprehensive definition of harassment. 
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SECTION III -- 11 Sexual Harassment: Working It Out 


SEXUAL HARASSMENT SCENARIOS: IS IT HARASSMENT? 


WORKSHOP LEADERS’ NOTES 


This exercise can either be conducted in a small group or as a full group 
discussion. Another option to meet time limitations is to select only a 
few of the incidents or behaviours. 


Break the workshop into smaller groups and have your partner distribute 
the handouts. Below is a list of incidents or behaviours. The group’s 
task is to place each one in one of the following categories: 


A. DEFINITELY SEXUAL HARASSMENT 
B. COULD BE SEXUAL HARASSMENT 
C. DEFINITELY NOT SEXUAL HARASSMENT 


Ask the groups to pick a member of their group to report back. 


QUIZ 


1. Louis and Marguerite work in the same office. Whenever Louis is 
near Marguerite, he makes a point of brushing against her or 
rubbing her back. Marguerite doesn’t like it and has told Louis 
that it upsets her. Louis persists. 


2. Maria is new on the job. On her third day at work, her boss, 
Daniel, commented that they would have to get to know each 
other better since they would be working closely. He then invited 
her for a drink after work. 


3. Hassan is a stock clerk. All of his co-workers are female. He is 
young and attractive, and the women take turns teasing him about 
his physique and making suggestive remarks. As a result, Hassan 
often finds it hard to concentrate on his work. This has led to 
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work errors, and Hassan has been given a warning by his boss. 
Hassan has now asked the women to stop, but they treat it as a 
big joke and continue. 


4. Several workers and a Supervisor are telling sex jokes at their 
table during coffee break. Leslie, who is Sitting at a nearby table, 
overhears several of the jokes and is upset. 


5. A vacancy has been created in Marek’s department for the 
Position of assistant supervisor. Jack and Brenda have both 
applied for the position. At the end of her interview, Marek gives 
Brenda a knowing smile and invites her to continue the interview 
tonight at his apartment. 


6. Robert is a local union president and has an established 
reputation as a womanizer. At one time or another, he has made a 
pass at every woman activist in the local and at conferences. 
Jocelyne is a new delegate from the local attending a union 
conference with Robert. On his return from lunch, Robert 
compliments Jocelyne on her appearance and gives her a rose 
and a wink. 


Us Denise is an attractive young woman with a "good figure". She 
wears flashy clothes and loves to get compliments on her 
appearance. She handles herself well and uSually gets the notice 
she wants, especially from Brian, who makes no secret of his 
admiration for Denise’s looks. This upsets several of her female 
co-workers who have complained about Brian’s "attitude". 


8. During local elections, Fatima and Raymond are both running for 
president. Some of Raymond’s supporters have been spreading 
rumours about Fatima’s supposed affair with a staff rep. One of 
Fatima’s supporters sees one of Raymond’s supporters writing 
"slut" on one of Fatima’s campaign flyers and there is graffiti 
referring to Fatima’s sex life in the men’s washroom at work. 


9. Gabrielle is a new delegate at a two-day union conference out of 
town. After the day’s session, she goes out for dinner with a 
group of members from her local and some new acquaintances 


—_—_—_———————————— — 
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10. 


from a local in another city. That night, at two in the morning, her 
hotel room phone rings. A man’s voice says, "Hey, Gabby, don’t 
you want to party? | know what room you’re in." Gabrielle hangs 
up the phone without saying a word, and lies in bed feeling scared 
for more than an hour. 


Roy works on a Cable installation crew. One day at lunch, the 
group was Sitting around telling jokes. Some of the jokes were 
about homosexuals, and Roy told his co-workers that he objected 
to them. This didn’t go over very well with the guys, who now call 
Roy a "faggot" or "queer". In fact, one of the crew members told 
the supervisor he doesn’t want to work on the same crew with a 
homosexual and has asked for a transfer. 
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SECTION III -- 14 Sexual Harassment: Working It Out 


WHAT IS SEXUAL HARASSMENT? 


BACKGROUND INFORMATION: 


Together the participants in your group can probably come up with the 
main elements of a definition of harassment, especially after seeing the 
video. Use a flip chart to write down the elements people raise. The 
attached exercise involves some typical situations. As people discuss 
them, it will begin to provide a basis for defining harassment, and you 
may find it a useful starter. 


After you hear from the participants, summarize the discussion. You may 
touch on the following points: 


1) Harassment refers to unesicome atiestion which is 
intended to or has the effect of making a member of an 
identifiable group (women, persons of colour, people with 
disabilities) feel degraded or unwelcome. When it is sexual 
harassment, the attention is related to the person’s sex. 
The intent dees nat resily matter. The affect counts. 


2) Our understanding of harassment and our obligation to get 
rid of it in our own "house of labour" is growing. We are 
learning to take steps to prevent harassment and to deal 
with incidents which may arise between members and 
between members and supervisors at work. Most 
IRCIGSMS QF Sexusi harassment inveive co-workers, Hot 
MBisCement 


3) Every employer operating in Ontarie has a feqai 
PESHORSiBilky to Hrovice a workgiace free of harassment, 
whether by managers or between co-workers. Federally- 
regulated sectors fall under the jurisdiction of the 
Canadian Human Rights Act. Other Ontario workplaces are 
covered by the Ontario Human Rights Code. In practice, 
this means employees and unions can complain about 
incidents of harassment, and the employer may be 
responsible. A worker can complain that the employer 
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4) 


5) 


6) 


7) 


failed to take the necessary steps to prevent or halt 
harassment against her. 


When there are sexist or racist cartoons on the walls, or 
sexist or degrading talk about women which is tolerated 
among workers, the workplace itself becomes a "ecisoned 
WOrk environment’. A workplace may be "poisoned" or 
hostile even if no individual has actually directed a 
harassing action against another person. Sometimes a 
workplace may be so hostile that a worker who has been 
harassed feels she will never be comfortable there again. 


Our understanding of appropriate behaviour as union 
brothers and sisters is in a state of evolution. We do not 
all hold the same beliefs about what is appropriate and 
how offenders should be treated. &{ feast in this 
WOTKSNGP, we home fo oregic a non-judcigmeniat 
enyirariment where everyone’s opinion can be expressed 
and where all participants will be respected. 


We must keep looking for ways to 2kiminate the source of 
COMBIGIHS Dy faking an active raie in making our 
environment free of elements that may offend, such as 
pictures, jokes, graffiti, insulting forms of address or 
nicknames, and comments of a sexual or racist nature. 
We must also make sure to support those who are most 
vulnerable to attack, such as women in non-traditional 
jobs, before anything happens. 


Dasiing with compiainis and onevances melating fc 
ategaiions of haressmeni is different from other matters 
Sewarads fandie. As union activists, we are used to 
defending accused members against unfair discipline. We 
need. special procedures to deal with member-to-member 
harassment. Workers who become victims of harassment 
heed union protection and support. We also must protect 
alleged harassers from harsh actions by employers and 
lack of due process. 
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8) Sexual harassment is not just an extension of "courting" 
behaviour. Of course people have social relationships on 
the job and many romances begin there. Harassing 
behaviour is different because it is unwelcome attention, 
and frequently persistent. Its objective is to intimidate the 
target and make that person feel unwelcome and unsafe. 
Making one woman feel unwelcome can make other sisters 
in the same workplace feel equally vulnerable. Harassmer? 
based on an unequal relationship between the harasser 
and the victim. 


Remember why we discuss the issue: to give participants a chance to 


examine their own beliefs, think through the reasons harassment occur 
and learn how to deal with incidents which may arise. 
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PREVENTING INCIDENTS OF HARASSMENT AND DISCRIMINATION 


WORKSHOP LEADERS’ NOTES 


Either in small groups or workshop use questions in section C of the 
video discussion questions to discuss ways of preventing or eliminating 
harassment. 


Wrap up 


The best way to deal with incidents of sexual harassment is to prevent 
them. How do you make your workplace safe and welcoming to women 
and minorities? You can start by removing degrading pictures and 
graffiti. Explaining and discussing in clear language to workers on the 
job what type of jokes and comments make women feel excluded, 
humiliated, or threatened. Your discussions can also focus on how to 
support women’s rights. 
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SECTION III -- 18 Sexual Harassment: Working It Out 


WRAP UP 


USING A FLIP CHART, ASK THE WORKSHOP TO BRAINSTORM ON 
FUTURE ACTIONS THAT THEY ARE COMMITTED TO DO, ACTIONS FOR 
THEIR LOCAL, AND ACTIONS FOR THEIR UNIONS: 


in closing, do a quick "go-around” asking the participants to take a 
minute to say one thing about the day; a highlight, something they 
learned, or something they liked about taking the workshop. 


Thank the group for their hard work/participation. 
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Sexual Harassment: Working tt Out 


NOTES 
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SECTION IV 
FULL DAY WORKSHOP ACTIVITIES 
THE ISSUES 


IDENTIFYING HARASSMENT AND DISCRIMINATION 


WHEN IS IT HARASSMENT 


WHAT IS SYSTEMIC DISCRIMINATION: IDENTIFYING BARRIERS 


STEPS TO PREVENT OR ELIMINATE HARASSMENT 
HANDLING COMPLAINTS OF HARASSMENT 


WRAP UP 
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SECTION IV -- 2 Sexual Harassment: Working It. Out 


OUTLINE FOR A FULL DAY WORKSHOP 


MORNING 
2 Introductions 
Workshop Leader(s) introduce themselves and the topic 
(10 minutes) 
Group members introduce themselves and make a brief 
Statement about their expectations for the day (20 minutes) 
2. Show video "Working it Out" 


Play video (20 minutes) 

Group discussion (or small groups, if desired) using a 
selection of questions from section A) of the video 
discussion questions (20 minutes) 


REFRESHMENT BREAK (15 minutes) 


3. Sexual Harassment Scenarios: Is It Harassment? 
Small groups tackle the exercise (15 minutes) 
Groups report back on scenarios (30 minutes) 


4. Defining Harassment 
Whole group works on collective definition of harassment 
(including poisoned environment) (15 minutes) 
Workshop Leader(s) Summarizes (30 minutes) 


5; Systemic Discrimination and Harassment: Identifying Barriers 
Group discussion (or small groups, if desired) using 
section B) of the video discussion questions (20 minutes) 


6. Steps to prevent or eliminate harassment 
Small group or group discussion using section C) of the 
video discussion questions (15 minutes) 
Workshop Leader(s) Summarize (15 minutes) 
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SECTION IV -- 3 Sexual Harassment: Working It Out 


LUNCH BREAK 
AFTERNOON SESSION 


A. Discussion of steps to take in handling incidents of harassment 
Workshop Leader reviews procedures with whole group 
using handout in Action Guide, Section V (25 minutes) 
Small groups organize the steps in order of which should 
come first (20 minutes) 


Small groups report back to whole group and discuss (20 
minutes) 


B. Working through situations 
Groups of four or five use handout Situations for Role | 
Plays and Strategies to work through sample situations of 
sexual harassment incidents (20 minutes) 


REFRESHMENT BREAK (15 minutes) 


Small groups present role plays and discuss (40 minutes) 


C. Sexual Harassment Legislation and Policy 
Access to Human Rights legislation (15 minutes) 
Review of sample policies and contract clauses (15 
minutes) 


 B Wrap Up of Workshop 
Thinking about future action (15 minutes) 
Feedback (15 minutes) 
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SECTION IV -- 4 Sexual Harassment: Working It Out 


THE ISSUES 


Sexual harassment affects a majority of women workers at one time or 
another. Women are harassed by their male colleagues and supervisors 
as a power play, to put them "in their place”. In other cases, men use 
coercive (forceful) expressions of sexuality as a misdirected form of 
social contact. 


Physical appearance usually has nothing to do with the selection of a 
“victim”. In fact, the only thing most women "do" to bring on such 
behaviour is to exercise their rights to work on a job. It is a woman’s 
very presence that makes some men feel threatened or uncomfortable. 
Men are also sometimes the victims of sexual harassment, although it is 
Clear that women are harassed at work far more often. 


When a person is harassed, it may affect others of the same group in the 
workplace. Harassing one woman at a non-traditional job site or in an 
office may make other women in the same workplace feel unsafe or 
unwelcome. Posting racist or sexist cartoons or "girlie" pictures around 
the job site may have a similar, though more subtle effect, on individuals 
and groups. 


The stress of harassment can be very severe. Harassment causes 
anxiety, depression, feelings of guilt, or low self-worth. It often leads to 
time off work and problems at home. The emotional problems brought on 
by harassment can be long-lasting and victims may need counselling or 
help from professional therapists. 

As trade unionists, we ask ourselves these questions: 

I. lf harassment is so harmful, why does it continue to go on? 


I. Why do men do it? 


Il. Why is it covered up and tolerated? 
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SECTION IV -- 5 Sexual Harassment: Working It Out 


IV. What is our role as trade unionists to eliminate this destructive 
behaviour? 
V. How can we make the workplace free of harassment? 


This video features a series of situations and reflections about sexual 
harassment in the workplace. It was developed as a joint project of the 
Ontario Women’s Directorate and the Ontario Federation of Labour. It is 
meant to be a tool for discussion about the sensitive and sometimes 
controversial issues relating to changes in the roles of women at work, in 
Our unions, and in society. 


The video can be screened by union members and leaders in local, 
regional and special meetings, conferences, and educational sessions. 


Your discussions about the video and sexual harassment can be 
expanded into a half-day or full-day educational workshop. If you have — 
time, you will be able to help people get down to their most deeply-held 
beliefs and feelings about women’s place in the workplace and in society. 
It takes a good deal of respectful listening to allow a full discussion. 
Sometimes it takes plenty of time and a tolerant atmosphere for people to 
question their own opinions and develop new understandings. It helps 
for them to hear themselves! 


On page 2 in Section Ill and on page 2 in Section IV, you will find an 
Outline for a half day and full day workshop. 
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SECTION IV -- 6 Sexual Harassment: Working It Out 
eerie eens 


“SEXUAL HARASSMENT: WORKING IT OUT” VIDEO 
Have your partner set up the video while you introduce it: 


20 minutes long 

6 a joint project of the OFL and the Ontario’s 
Women’s Directorate to raise awareness of sexual 
harassment with union leaders and members. 
Women victims of harassment in the workplace tell 
their stories. Spokespersons from different unions 
(USWA, CUPE, CAW, PSAC, etc.) explain how 
important this issue is to unions in the 90s and 
what we can do to address it. 


A joint project by the Ontano Federation of Labour and the Ontario Women's Directorate opeiu3s43 


6 oquientni i tn oh cones 
avi sana 

Joe a BL i tomate into} Ss. . 

fAuxee 10 aie’ aeAi Oh, ah hoi ait ony ; in . 
eager). Ny, ire ae tat ee ive Mloxniseapatt 7 ; \ . 

at 42chedaveen OF 1. rere eitvarl: 16 anita nscitals . “ ie a 
SL SEPSIS Oy) Err TMV dainuig fionit * 7 iy 
Wel ekne Tole JARS WAG oe oh AA) a 

wee 208 untt wih erento! ot arose) gink nerierm . 
nebks oro ned ow teriy 


ri 


SECTION IV -- 7 Sexual Harassment: Working It Out 
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QUESTIONS FOR DISCUSSION 
FOLLOWING SCREENING OF THE VIDEO 


The following are some suggested questions to get discussion moving. 
There may not be time for all of the questions, select a few from A (B & C 
questions are used in a latter section). They are suitable for discussion 
by the whole group, or for groups of four to seven. 


A. ABOUT HARASSMENT: 


il Do men and women view sexual harassment differently? If yes, in 
what ways? 
2. Do women in non-traditional occupations face a different 


environment with regard to harassment? How so? 


3. Do people usually know when their sexual attentions are 
unwanted or unwelcome? 


4. What is the responsibility of the supervisor if one worker is 
harassing another? 


S. When should someone being harassed go to the supervisor and 
when should she go to her union rep? 


6. What effects can harassment have on a person outside of work? 


Te What is a “poisoned environment"? What are the effects on 
people who have been targets of harassment? 


8. When do men get harassed sexually? Is there a pattern? 


SSS? 
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SECTION IV -- 8 Sexual Harassment: Working It Out 
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B. ABOUT WAYS WOMEN ARE EXCLUDED 
FROM FULL PARTICIPATION: 


a Thinking about the union structure in your own workplace, are 
there any barriers to the full participation of women (or members 
of minority groups)? 


What are they? 


2 Do women participate to the same degree as men in the life of the 
union and local? Think about the make-up of the executive, who 
attends general membership meetings, who sits on committees, 
etc. 


3. Is there anything around the work site or in the way union 
activities are organized that could make women feel unwelcome . 
(degrading pictures or graffiti, male-only departments or work 
areas without female washrooms or change rooms)? 


4. If fewer women participate, what might account for it? Meeting or 
course times? Family responsibilities? Women working part- 
time? Hostility toward some women members or women of 
certain backgrounds? 


5. How has the situation for women changed in the last number of 
years? What has not changed? Is your life today (or your 
sister's) better than your mother’s life? 


C. MAKING THE WORKPLACE FREE OF 
SEXUAL HARASSMENT: 

1. What can union members do to (a) remove barriers (b) protect the 
dignity of all workers, and especially (c) to encourage women to 


participate more? 


2 What kind of educational program might be effective in your 
workplace? 
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SECTION IV -- 9 Sexual Harassment: Working It Out 


3. Does your union or local have a policy on harassment? Are 
members familiar with it? How is it used? 


4. What has your management done to make supervisors aware of 


their role in preventing harassment? Is it working? Do front line 
supervisors get support from upper management? 
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SECTION IV -- 10 Sexual Harassment: Working It Out 


LEADING THE EXERCISE: HARASSMENT SCENARIOS 


Distribute a copy of the scenarios to each participant. Divide the group 
into small groups of four or five. Keep an eye out for gender balance. 
Ask each small group to review three or four scenarios, and to select a 
reporter. For example, if your group has twenty-five people, divide them 
into five groups of five. Again, if time is a problem, you can limit the 
number of scenarios. Divide the scenarios as follows: 


Group 1 -- Situations 1, 2, and 3 
Group 2 -- Situations 4, 5, and 6 
Group 3 -- Situations 7,8, and 9 
Group 4 -- Situations 10,1 and 2 

Group 5 -- Situations 3, 4, and 5 


After the groups have reached their conclusions on the situations voy 
assigned to them, the de-briefing is done as a group. 


As the reporter for each group gives the result of the group’s discussion 
on each situation, the course leader should note some key reasons on 
the flip chart. All together, these will form the basis of a definition of 
what is and what isn’t harassment. 


Questions to ask the reporters: 


a) If you felt the situation was a case of harassment, what 
elements made it harassment? 


b) If you felt it wasn’t, what were the elements that were 
missing? What would have made it a case of harassment? 


Cc) If you thought the situation might be a case of harassment, 
what information would you search for to be sure? What 
elements would make it definitely a case of harassment? 


As you note the reasons each group gives on the flip chart, mark any 
element which comes up more than once with a check mark. You will be 
creating a list of elements of harassment. 
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SECTION IV -- 11 Sexual Harassment: Working It Out 
tells cM aides ssc ies aa ca 


If any other group considered the same situation, check with that group 
for any other reasons for the decision. If there is disagreement, try to 
find the common elements as well as the elements where there is no 
consensus. Other course participants may have differing opinions, and 
theirs should be noted as well. 


At the end of the report-back of all the group reporters, read out the 
elements you have noted on the flip chart. Ask for any other defining 
terms of sexual or racial harassment. Make sure to include poisoned 
workplaces and other indirect forms of harassment. 


Let the group know that together they have come up with a fairly 
comprehensive definition of harassment. 
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SECTION IV -- 12 Sexual Harassment: Working It Out 


SEXUAL HARASSMENT SCENARIOS: IS IT HARASSMENT? 


WORKSHOP LEADERS NOTES 


This exercise can either be conducted in a small group or as a full group 
discussion. Another option to meet time limitations is to select only a 
few of the incidents or behaviours. 


Break the workshop into smaller groups and have your partner distribute 
the handouts. Below is a list of incidents or behaviours. The group’s 
task is to place each one in one of the following categories: 


A. DEFINITELY SEXUAL HARASSMENT 
B. COULD BE SEXUAL HARASSMENT 
C. DEFINITELY NOT SEXUAL HARASSMENT _ 


Ask the groups to pick a member of their group to report back. 


Quiz 


1. Louis and Marguerite work in the same office. Whenever Louis is 
near Marguerite, he makes a point of brushing against her or 
rubbing her back. Marguerite doesn’t like it and has told Louis 
that it upsets her. Louis persists. 


2. Maria is new on the job. On her third day at work, her boss, 
Daniel, commented that they would have to get to know each 
other better since they would be working closely. He then invited 
her for a drink after work. 


= Hassan is a stock clerk. All of his co-workers are female. He is 
young and attractive, and the women take turns teasing him about 
his physique and making suggestive remarks. As a result, Hassan 
often finds it hard to concentrate on his work. This has led to 
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SECTION IV -- 13 Sexual Harassment: Working It Out 


_ work errors, and Hassan has been given a warning by his boss. 
Hassan has now asked the women to stop, but they treat it as a 
big joke and continue. 


4. Several workers and a supervisor are telling sex jokes at their 
table during coffee break. Leslie, who is sitting at a nearby table, 
overhears several of the jokes and is upset. 


5. A vacancy has been created in Marek’s department for the 
position of assistant Supervisor. Jack and Brenda have both 
applied for the position. At the end of her interview, Marek gives 
Brenda a knowing smile and invites her to continue the interview 
tonight at his apartment. 


6. Robert is a local union president and has an established 
reputation aS a womanizer. At one time or another, he has made a 
pass at every woman activist in the local and at conferences. 
Jocelyne is a new delegate from the local attending a union 
conference with Robert. On his return from lunch, Robert 
compliments Jocelyne on her appearance and gives her a rose 
and a wink. 


re Denise is an attractive young woman with a "good figure”. She 
wears flashy clothes and loves to get compliments on her 
appearance. She handles herself well and usually gets the notice 
she wants, especially from Brian, who makes no secret of his 
admiration for Denise’s looks. This upsets several of her female 
co-workers who have complained about Brian’s “attitude”. 


8. During local elections, Fatima and Raymond are both running for 
president. Some of Raymond’s supporters have been spreading 
rumours about Fatima’s supposed affair with a staff rep. One of 
Fatima’s supporters sees one of Raymond’s supporters writing 
“slut” on one of Fatima’s campaign flyers and there is graffiti 
referring to Fatima’s sex life in the men’s washroom at work. 


9. Gabrielle is a new delegate at a two-day union conference out of 
town. After the day’s session, she goes out for dinner with a 
group of members from her local and some new acquaintances 
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ee 


from a local in another city. That night, at two in the morning, her 
hotel room phone rings. A man’s voice says, "Hey, Gabby, don’t 
you want to party? | know what room you’re in." Gabrielle hangs 
up the phone without saying a word, and lies in bed feeling scared 
for more than an hour. 


Roy works on a cable installation crew. One day at lunch, the 
group was sitting around telling jokes. Some of the jokes were 
about homosexuals, and Roy told his co-workers that he objected 
to them. This didn’t go over very well with the guys, who now call 
Roy a “faggot” or "queer". In fact, one of the crew members told 
the supervisor he doesn’t want to work on the same crew with a 
homosexual and has asked for a transfer. 
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SECTION IV -- 15 Sexual Harassment: Working It Out 


WHAT IS SEXUAL HARASSMENT? 


BACKGROUND INFORMATION: 


Together the participants in your group can probably come up with the 
main elements of a definition of harassment, especially after seeing the 
video. Use a flip chart to write down the elements people raise. The 
attached exercise involves some typical situations. As people discuss 
them, it will begin to provide a basis for defining harassment, and you 
may find it a useful starter. 


After you hear from the participants, summarize the discussion. You may 
touch on the following points: 


1) Harassment refers to unmweicome attention which is 
intended to or has the effect of making a member of an 
identifiable group (women, persons of colour, people with — 
disabilities) feel degraded or unwelcome. When it is sexual 
harassment, the attention is related to the person’s sex. 
The intent dees not really mater. The effect courts. 


2) Our understanding of harassment and our obligation to get 
rid of it in our own “house of labour” is growing. We are 
learning to take steps to prevent harassment and to deal 
with incidents which may arise between members and . 
between members and supervisors at work. ost 
RCIseMS Of sexual harassment involve co-workers, Got 
Maragement. 


3) Rvyery empiover agerating in Ontario has a legai 
PSSHORSIBilKy te Oravide a workplace free of harasament, 
whether by managers or between co-workers. Federally- 
regulated sectors fall under the jurisdiction of the 
Canadian Human Rights Act. Other Ontario workplaces are 
covered by the Ontario Human Rights Code. In practice, 
this means employees and unions can complain about 
incidents of harassment, and the employer may be 
responsible. A worker can complain that the employer 
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4) 


5) 


6) 


7) 


failed to take the necessary steps to prevent or halt 
harassment against her. 


When there are sexist or racist cartoons on the walls, or 
sexist or degrading talk about women which is tolerated 
among workers, the workplace itself becomes a "paisoned 
WOrk environment”. A workplace may be "poisoned" or 
hostile even if no individual has actually directed a 
harassing action against another person. Sometimes a 
workplace may be so hostile that a worker who has been 
harassed feels she will never be comfortable there again. 


Our understanding of appropriate behaviour as union 
brothers and sisters is in a state of evolution. We do not 
all hold the same beliefs about what is appropriate and 
how offenders should be treated. &{ jeast in this 
WOTKSNOP, we hone to cregie a non-jucigemenias 
environment where everyone’s opinion can be expressed 
and where all participants will be respected. | 


We must keep looking for ways to #@liminate ihe source of 
COMPlaimMs oy faking an active rate in making our 
environment free of elements that may offend, such as 
pictures, jokes, graffiti, insulting forms of address or 
nicknames, and comments of a sexual or racist nature. 
We must also make sure to support those who are most 
vulnerable to attack, such as women in non-traditional 
jobs, before anything happens. 


Dealing with complainis and grievances misting to 
shegations of haraasmeni is different from other matters 
Mewercds francie. As union activists, we are used to 
defending accused members against unfair discipline. We 
need special procedures to deal with member-to-member 
harassment. Workers who become victims of harassment 
need union protection and support. We also must protect 
alleged harassers from harsh actions by employers and 
lack of due process. | 
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8) Sexual harassment is not just an extension of “courting” 
behaviour. Of course peopie have social relationships on 
the job and many romances begin there. Harassing 
behaviour is different because it is unwelcome attention, 
and frequently persistent. Its objective is to intimidate the 
target and make that person feel unwelcome and unsafe. 
Making one woman feel unwelcome can make other sisters 
in the same workplace feel equally vulnerable. Harassment 
based on an unequal relationship between the harasser 
and the victim. 


Remember why we discuss the issue: to give participants a chance to 
examine their own beliefs, think through the reasons harassment occurs, 
and learn how to deal with incidents which may arise. 


RS 
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SECTION IV -- 18 Sexual Harassment: Working It Out 


IDENTIFYING SYSTEMIC DISCRIMINATION AND BARRIERS 


WORKSHOP LEADERS’ NOTES 


Group discussion or small groups if time allows use section B of the 
video discussion questions to identify systemic discrimination and 
barriers. 


Systemic barriers result from built-in ways that jobs and workplaces are 
set up which make it hard for one or more groups of workers to work 
there. These obstacles may be intentional or not. It is the result which 
matters: discrimination against a group of potential employees. 


For example, height and weight, or physical strength requirements that 
keep women or members of some racial groups from entering certain 
lines of work are often systemic barriers, especially when the actual job 
_ doesn’t require a tall or strong person to carry out the tasks. 


The absence of women’s changing and showering facilities on some job 
Sites is another example of a systemic barrier--it’s not aimed at any 
individual, but it effectively keeps women out. 


Some systemic barriers keep out one group but not another. Work shifts 
that start in the early morning before childcare facilities open are a barrier 
to single parents. Union meetings and socials held in premises where 
liquor is served may exclude people whose religions disapprove of 
alcohol use. 


These barriers may add to a feeling that women are unwelcome in certain 
jobs. Sexual harassment is a way to reinforce women’s perception of 
exclusion and hostility. When we review the set-up of the workplace and 
the way the employer recruits and selects new employees, we begin to 
get a picture of the many ways women and minority groups are 
discouraged from taking their place in all fields. 


Some instances of discrimination may not involve harassment. For 
instance, denying a woman a chance to be interviewed for a lateral 
transfer may be a case of discrimination, if she was passed over because 
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of her gender. This doesn’t mean that anyone is harassing her. It means 
we need employment equity measures to identify and eliminate 
discriminatory barriers. 


The employer may benefit when a group of workers, such aS women, is 
degraded, because their labour is devalued (cheaper), their lowered 
morale makes them less likely to complain, and their presence in the 
workplace may cause workers to pick on each other instead of 
confronting poor treatment by employers together. 
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PREVENTING INCIDENTS OF HARASSMENT AND DISCRIMINATION 


WORKSHOP LEADERS’ NOTES 


Either in small groups or workshop use questions in section C of the 
video questions to discuss ways of preventing or eliminateing 
harassment. 


Wrap up 


The best way to deal with incidents of sexual harassment is to prevent 
them. How do you make your workplace safe and welcoming to women 
and minorities? You can start by removing degrading pictures and 
graffiti. Explaining and discussing in clear language to workers on the 
job what type of jokes and comments make women feel excluded, 
humiliated, or threatened. Your discussions can also focus on how to 
support women’s rights. 
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SECTION IV -- 21 Sexual Harassment: Working It Out 


AFTERNOON SESSION 


A) HANDLING INCIDENTS INVOLVING TWO MEMBERS 
OR A MEMBER AND A SUPERVISOR 


Workshop Leaders should distribute ACTION GUIDE (Section V) to 
Participants. 


Remind the participants that: 


; The decision about whether to pursue a Complaint against another 
worker through the grievance procedure or through the union is 
up to the complainant. The Local needs to have effective 
Procedures in place if it wants complainants to choose to resolve 
the issue through the union. 


= Part of having a workable procedure is to make sure that the 
union provides the complainant and the alleged harasser with 
different advocates. One steward cannot represent both interests 
at the same time. 


7 Allow time for groups to read each section and then ask -- 
1) Are these steps in the right order? 
2) _ Can you think of anything else that should be added? 


Keep discussion brief as this is a warm-up for the next exercise. 


Also point out that this could be a useful resource to be copied or 
adapted for each union/local. 


B) WORKING THROUGH SITUATIONS | 


Workshop Leaders should assign the small groups one each of the 
Situations for Role Plays and Strategies handouts. After 20 minutes, ask 
each of the groups to present role plays and discuss with the group. 


RAs ea eee Pee sa 
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Scenarios for Role Plays and Strategies 


INSTRUCTIONS FOR SMALL GROUPS (4 or 5): In each group, read over 
the situation. Consider how you would handle it if you were a Steward 
and the matter came to your attention. Think about how you would 
proceed to investigate, advise, educate, and work toward resolution. 


Each person in your smali group will take one of the roles suggested at 
the bottom of the sheet. This should help include a variety of 
perspectives in your problem-solving. Try to figure out who you would 
interview, and in what order. Pick a recorder to make notes on the way 
you would proceed. 


At the bottom is a suggestion for a three-minute role play depicting one 
key interview in the investigation and resolution process. You will be 
presenting this one scene to the whole class. Only some of the 
characters will be involved in this role play. 


NOTE: These situations are only hypothetical so there is no one right 
answer. 


Scenarios for Role Plays and Stategies: 


43 Louis and Marguerite work in the same office. Whenever Louis is 
near Marguerite, he makes a point of brushing against her or 
rubbing her back. Marguerite doesn’t like it and has told Louis 
that it upsets her. Louis persists. Marguerite comes to the 
Steward to discuss this situation. 


2. Hassan is a stock clerk. All of his co-workers are female. He is 
young and attractive, and the women take turns teasing him about 
his physique and making suggestive remarks. As a result, Hassan 
often finds it heard to concentrate on his work. This has led to 
work errors, and Hassan has been given a warning by his boss. 
Hassan has now asked the women to stop, but they treat it as a 
big joke and continue. Hassan brings the situation to the 
attention of the Steward. 
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3. During local elections, Fatima and Raymond are both running for 
president. Some of Raymond’s supporters have been spreading 
rumours about Fatima’s supposed affair with a staff rep. One of 
Fatima’s supporters sees one of Raymond’s supporters writing 
"slut" on one of Fatima’s campaign flyers and there is graffiti 
referring to Fatima’s sex life in the men’s washroom at work. 
Fatima raises the issue with the Steward. 


4. A member of the local who has read the union’s anti-harassment 
policy comes to the local executive requesting that the union 
address the issue of pin-up posters around the work areas. The 
member feels that this is a form of sexual harassment and should 
be stopped. The executive considers this concern and decides to 
take action. 


GROUP 1 (HANDOUT) 


In your group, read over the situation. Consider how a steward would 
handle it if the matter came to his or her attention. Think about how you 
would proceed to investigate, advise, educate, and work toward 
resolution. 


Each person in your small group will take one of the roles suggested at 
the bottom of the sheet. This should help include a variety of 
perspectives in your problem-solving. Try to figure out who you would 
interview, and in what order. Pick a recorder to make notes on the way 
you would proceed. 


At the bottom is a suggestion for a three-minute role-play depicting one 
key interview in the investigation and resolution process. You will be 
presenting this one scene to the whole class. Only some of the 
characters will be involved in this role-play. 


NOTE: These situations are only hypothetical, so there is no one right 
answer. 


Louis and Marguerite work in the same office. Whenever Louis is 
near Marguerite, he makes a point of brushing against her or 
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rubbing her back. Marguerite doesn’t like it and has told Louis 
that it upsets her. Louis persists. Marguerite comes to the 
Steward to discuss this situation. 


1) Let one person in your group take on each of the following roles: 


Marguerite 

Louis 

Marguerite’s witness 
Steward 

Role-Play Observer/Recorder 


2) In your group, work out a strategy for handling the case. 


3) Prepare a three-minute role play. Act out the first meeting 
between the Steward and Marguerite. 


GROUP 2 (HANDOUT) 


In your group, read over the situation. Consider how you would handle it 
if you were a steward and the matter came to your attention. Think about 
how you would proceed to investigate, advise, educate, and work toward 

resolution. 


Each person in your small group will take one of the roles suggested at 
the bottom of the sheet. This should help include a variety of 
perspectives in your problem-solving. Try to figure out who you would 
interview, and in what order. Pick a recorder to make notes on the way 
you would proceed. 


At the bottom is a suggestion for a three-minute role-play Gepicting one 
key interview in the investigation and resolution process. You will be 
presenting this one scene to the whole class. Only some of the 
characters will be involved in this role-play. 


NOTE: These situations are only hypothetical, so there is no one right 
answer. ; 
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Hassan is a stock clerk. All of his co-workers are female. He is 
young and attractive, and the women take turns teasing him about 
his physique and making suggestive remarks. As a result, Hassan 
often finds it hard to concentrate on his work. This has led to 
work errors, and Hassan has been given a warning by his boss. 
Hassan has now asked the women to stop, but they treat it as a 
big joke and continue. Hassan brings the situation to the 
attention of the Steward. 


1) Assign one person in your group to each of the following roles: 


Hassan 

Female co-worker who has teased Hassan 
Second co-worker who has teased Hassan 
Steward 

Role-Play Observer/Recorder 


2) In your group, work out a strategy for handling the case. 


3) Prepare a three-minute role-play. Act out the first meeting 
between the Steward and one or two of the women involved. 


GROUP 3 (HANDOUT) 


In your group, read over the situation. Consider how you would handle it 
if you were a steward and the matter came to your attention. Think about 
how you would proceed to investigate, advise, educate, and work toward 
resolution. 


Each person in your small group will take one of the roles suggested at 
the bottom of the sheet. This should help include a variety of 
perspectives in your problem-solving. Try to figure out who you would 
interview, and in what order. Pick a recorder to make notes on the way 
you would proceed. 


At the bottom is a suggestion for a three-minute role-play depicting one 
key interview in the investigation and resolution process. You will be 
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presenting this one scene to the whole class. Only some of the 
characters will be involved in this role-play. 


NOTE: These situations are only hypothetical, so there is no one right 
answer. 


During local elections, Fatima and Raymond are both running for 
president. Some of Raymond’s Supporters have been spreading 
rumours about Fatima’s supposed affair with a staff rep. One of 
Fatima’s supporters sees one of Raymond’s supporters writing 
“slut” on one of Fatima’s campaign flyers and there is graffiti 
referring to Fatima’s sex life in the men’s washroom at work. 
Fatima raises the issue with the Steward. 


1) Assign one person in your group to each of the following roles: 


Fatima 

Fatima’s supporter 
Raymond’s supporter 
Steward 

Role-Play Observer/Recorder 


2) In your group, work out a strategy for handling the case. 


3) Prepare a three-minute role-play. Act out the meeting between the 
Steward and Fatima’s Supporter who saw another member 
defacing the campaign flyer. 


GROUP 4 = (HANDOUT) 


In your group, read over the situation. Consider how you would handle it 
if you were a steward and the matter came to your attention. Think about 
how you would proceed to investigate, advise, educate, and work toward 
- resolution. 


Each person in your small group will take one of the roles suggested at 
the bottom of the sheet. This should help include a variety of 
perspectives in your problem-solving. Try to figure out who you would 
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interview, and in what order. Pick a recorder to make notes on the way 
you would proceed. 


At the bottom is a suggestion for a three-minute role-play depicting one 
key interview in the investigation and resolution process. You will be 
presenting this one scene to the whole class. Only some of the 
characters will be involved in this role-play. 


NOTE: These situations are only hypothetical, so there is no one right 
answer. 


A member of the local who has read the union’s anti-harassment 
policy comes to the local executive requesting that the union 
address the issue of pin-up posters in some work areas. The 
member feels that this is a form of sexual harassment and should 
be stopped. The executive considers this concern and decides to 
take action with the employer. 


1) Assign one person in your group to each of the following roles: 


Local member 

Executive member 

Staff rep 

Director of Personnel 
Role-Play Observer/Recorder 


2) In your group, work out a strategy for handling the case. 

3) Prepare a three-minute role-play. Act out the first meeting 
involving the Executive Member, Staff Rep, and Director of 
Personnel. 


C) SEXUAL HARASSMENT 
LEGISLATION AND POLICY 


Distribute RESOURCES (Section V1) to participants. Review briefly and 
ask participants if they have any additional resources to share. 
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WRAP UP 


USING A FLIP CHART, ASK THE WORKSHOP TO BRAINSTORM ON 
FUTURE ACTIONS THAT THEY ARE COMMITTED TO DO, ACTIONS FOR 
THEIR LOCAL, AND ACTIONS FOR THEIR UNIONS: 


In closing, do a quick "go-around” asking the Participants to take a 
minute to say one thing about the day; a highlight, something they 
learned, or something they liked about taking the workshop. 


Thank the group for their hard work/participation. 
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SECTION V 
ACTION GUIDE 


WHAT CAN YOU DO ABOUT SEXUAL HARASSMENT 
WHAT SHOULD THE ALLEGED HARASSER DO 


INVESTIGATING COMPLAINTS OF HARASSMENT: 
TIPS FOR STEWARDS 


INTERVIEWING THE COMPLAINANT(S) 


INTERVIEWING THE ALLEGED HARASSER 


INTERVIEWING WITNESSES 
TIPS FOR INVESTIGATORS 


SIGNS OF WORKPLACE HARASSMENT 
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WHAT TO DO IF YOU ARE BEING HARASSED: 
STEPS TO TAKE 


Tell the harasser that you want the harassment to stop. 
Do this in front of co-workers, if possible. Bring a 
support person with you if that makes it easier. 


Document your case. Write down everything including 
the date, time, location, any witnesses, what the 
harasser did and said, and how you reacted. Keep your 
notes away from others, and take them home with you. 


Ask a trained person for assistance and support. This 
could be your shop steward, union representative, co- 
worker, union counsellor, employment assistance 
program counsellor, or a sexual harassment counsellor 
in your workplace. They can help you to decide what 
to do next. 


Ask for a copy of the collective agreement and your 
company’s sexual harassment policy. Find out about 
complaint and grievance procedures. Find out if your 
confidentiality will be protected. 


If the harassment continues after you have said "no", 
you must take action by filing a complaint or grievance. 
It will not go away if you ignore it. 


If you do not have to have a harassment clause in your 
collective agreement, you could file a grievance under 
the "No Discrimination” article or under “Health and 
Safety” articles. You could file a complaint under your 
employer’s policy. You could also file a human rights 
complaint. There may be other protection in labour law. 
You could speak to the police as well, because assault 
iS a Criminal offence. 


To prove your complaint, it would be helpful if your 
witnesses made written statements. 
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SECTION V -- 3 Sexual Harassment Working It Out 
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WHAT TO DO IF YOU ARE BEING HARASSED: 
STEPS TO TAKE 


If you have any health problems after you have been 
harassed, including eating or sleeping, document them, 
seek treatment, and report them to your union. 


If lost time is accumulated because of stress due to the 
harassment, file a workers’ compensation claim. 


If you find that more than one woman in your workplace 
has been harassed by the same person or group of 
persons, consider filing a group grievance or action. 


If the harasser is a supervisor or a co-worker and the 
harassment persists after you have said "no", file a 
grievance. You do not have to have a specific 
harassment clause in your collective agreement in 
order to file a grievance. You can grieve under the "No 
Discrimination" article or the "Health and Safety” 
clause. If you can’t find anything in the contract that 
your grievance would fall under, talk to your 
representative about filing an action under the 
appropriate human rights act or labour code. 
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SECTION V - 4 


STEPS TO TAKE IF YOU ARE ACCUSED OF HARASSMENT: 


Document the events, with dates, times, location, and 
witnesses. 


Ask your employer for information about the allegations 
of the harassment as quickly as possible. 


Contact your Steward and ask what your rights are in 
the situation, and what process will be used to investi- 
gate the complaint against you. 


If you feel that you may have offended or intimidated 
someone, consider making an apology directly to the 
person(s) who made the complaint. 


Or, a trained resource person may be able to help you 
make amends. They may mediate a meeting between 
you and the complainant(s). 


Unions have an obligation to fairly represent everyone 
in the bargaining unit. You have the right to due 
process, and your union representative can defend you 
against any unjust or overly harsh discipline. 


If you are fired or suspended without pay prior to a 
completed investigation, file a grievance on the 
disciplinary action. If you are suspended with pay, or 
moved to another work location pending investigation, 
contact your Steward for advice. 


If you have been found guilty of an offence and you 
consider the employer’s discipline too severe, you may 
consider filing a grievance to have the penalty reduced. 
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SECTION V ~ 13 Sexual Harassment: Working It Out 
—_————— Se 


SIGNS OF HARASSMENT IN THE WORKPLACE 


Sudden Change to Worker’s Behaviour 

and/or Performance: 

A worker who has had a good work record begins to 
have increased absences; mood Swings; depression. 
As a union steward, you are warned that she will be 
disciplined if her work doesn’t improve. 


Women Not Remaining in a Job or Department: 

"You know the guys just don’t want women in that 
department. If the women can’t fit in, they shouldn’t be 
there.” or there seems to be a particularly high turnover 
in support staff working for one supervisor. No one will 
Say why, but they all quit or want transfers. 
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SECTION V -- 12 Sexual Harassment: Working It Out 
———————— 


SIGNS OF HARASSMENT IN THE WORKPLACE 


Displays of pin-up pictures and/or other material that is 
Offensive or derogatory grafitti. Be pro-active. Remove 
the material before there is a complaint. 


Practical Jokes That Demean: 

Listening to what is going on in the workplace can end 
harassment before it explodes. Take a leadership stand 
by asking the harasser to stop. This is as important as 
asking someone who is working unsafely and threaten- 
ing other workers’ health to correct their behaviour. 


Shop Talk: 

Listening to how workers talk to or about someone 
often shows if a problem is likely to occur. For 
example, if a group of male workers say that there is no 
place for women in this shop, then it is wise to prevent 


problems through education before women start 


working in that site. 


Rumours: 

Again, listening will identify a problem. “Weil, there 
was always rumours about Fred; wandering hands. But 
no one complained til now." 
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SECTION V -- 11 


Sexual Harassment: Working It Out 


Some other points to remember: 


5. 


If there is more than one member of the bargaining unit 
involved, the union has a responsibility to represent the 
interests of each of them. This may require several 
stewards or designated reps_ involved. Your 
complainant needs an advocate. Your alleged 
harasser(s) need to be ensured of due process and fair 
treatment in any discipline. 


Remember that you cannot solve every problem. 
Besides the fact that there may be difficult personalities 
involved, proving harassment charges is still a 
challenge, and our society as a whole has still not 
come to terms with harassment. You can only do your 
best to ensure a fair and respectful process, and to 
work toward a harassment-free workplace. 


With thanks to Linda Hollas of Bell Canada, October 1991. 


A joint project by the Ontario Federation of Labour and the Ontario Women's Directorate 


opeiu343 


Dorian ove ontie weuctern Sih ant atoerne ew i 
iL ee anor. oF ytifitianiatic yp anni cheat SF be Vins. 
- Uhevad s¥uget yam eadl thang t doh te, serena 
wey menaen ager, Hatarypte to’ Bina 
neanelis wey ote Ove | Ae tpt! rhgriiens 
ie? Bits epecitiry sith ty BemeS atl of been Snaeaun 
enrtilgaiselty yuna: Tb Petiiteea?, 


NHGHQ evs, 2 Qt Joy sat Yootensh a 


CL tO ieee Ril is 5 OO Vert sect ritaiot on eeoieas 
Wi I poe a jrreqyeceeertasegt grew Hayioyi 
ion He: 2an- cho) A Ae “urea “DO ONG (SbneATS : 
rics 4 a SO UY Serta st rw Stes aria 
5) Pets) ae 7? Ueoges bas ves) Ge silo? geod 
BOBO £91) -T ati 6.h7ewo? ew 
wricn( hy 14S 1a 2aiok mu ‘ Toy 
vi 
v 
— — = ————— — ae ee Cn oe re ——— = oa 


owe a een snub St rer Tus AE RET REG « of VS ae ee A 


SECTION V -- 10 


Some other points to remember: 


An ounce of prevention is worth a pound of cure (even 
in the metric 90s). Awareness-raising, union educa- 
tionals, newsletter articles and bulletin board postings 
go a long way to prevent harassment. Good role 
modelling by local union leaders will also help avoid 
incidents, especially among union members. 


You may be uncomfortable when someone comes to 
you with a complaint, especially if you haven’t handled 
many such situations. This is normal. However, you 
will need to deal with the conflict even if you wish you 
could make it go away. Ask another activist, your staff 
rep, or union’s sexual harassment counsellor to give 
you the support and information you need to do your 
job. The member is looking to you for help, support 
and procedural advice. 


You will need to unload, too. Listening to accounts of 
hostile frightening interactions, which may be 
complicated and hard to sort out, is stressful for you, 
too. You may find yourself taking home stories in your 
head, or remembering unpleasant events from your own 
past. identify Someone you can talk to (without 
disclosing actual names or details). 


When. discussing cases of harassment amongst 
stewards or union Officials, be careful to use a "code" 
to protect confidentiality. Always refer to the 
“complainant” and the "alleged harasser", and take care 
not to identify specific workplaces involved. Alterna- 
tively, use made-up names, like Louise, Henry, etc. 
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SECTION V -- 9 Sexual Harassment: Working It Out 
eC TD Be ciel etn Retell 


Interviewing an alleged harasser or witness 


Request that witnesses and/or alleged harasser put 
their accounts of what happened in writing. Make sure 
you have set aside enough time for this. Ask them to 
Sign the statement when completed. This may not 
make them happy, but it is an important part of the 
investigation. 
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SECTION V -- 8 


Interviewing an alleged harasser or witnesses 


Arrange separate meetings with the alleged harasser 
and witnesses. Respect privacy in making the 
arrangements. Keep talk in the workplace about the 
issue to a minimum. 


If the complaint comes up outside your own work area, 
work through one person in that area. This keeps too 
many people from getting involved. 


Let the person you are interviewing know that you are 
empowered to carry out an investigation of the 
complaint under the anti-harassment policy and explain 
the process you are following. 


Reassure the person that you will listen objectively and 
that you know every story has (at least) two sides. 


In your interview, tell the person the time, place, and 
individual(s) the incident is alleged to have involved 
and ask the person what he or she can tell you about 
an interaction taking place involving those places, 
times and people. For example: "! want to talk to you 
about an interaction that took place last Wednesday 
around 3 pm in the coffee break area between you and 
Louise. Can you tell me what happened? (or Can you 
tell me about it?)" 


DO NOT disclose any details to the alleged harasser or 
to any of the witnesses. Let them supply the details. 


Tell the witnesses that your conversation must be 
confidential and that any statements must remain within 
the room. 
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SECTION V — 7 Sexual Harassment: Working It Out 
espns eens smeasemean 


INVESTIGATING COMPLAINTS OF HARASSMENT: 
TIPS FOR STEWARDS 


Once you have met with all the parties, ask the 
complainant if she or he wants to meet with the alleged 
(or admitted) harasser. The two could meet alone, or 
the meeting might be mediated by a union designate or 
other qualified person. 


If someone is to be moved out of the situation, it 
should not be the complainant who suffers. However, 
on an interim basis the stress the complainant is 
feeling may need some quick protective action. In 
some cases, the complainant may need to take sick 
leave or file a worker’s compensation claim or a 
temporary re-assignment could be made. 
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SECTION V -- 6 Sexual Harassment: Working It Out 
ees nane sens ee menses 


INVESTIGATING COMPLAINTS OF HARASSMENT: 
TIPS FOR STEWARDS 


Reassure the complainant that at this stage you will 
respect confidentiality and that you will not disclose 
anything the complainant does not authorize you to. 
Negotiate the process with the complainant. 


Ask the complainant to document the incidents in 
writing. It should have the time and place, who was 
present, what the harasser did and said (word for word, 
if possible), and what the complainant did, said, and 
how he or she felt about it. You can write it and have 
the complainant sign and date it, but be sure to use the 
complainant’s own words. This may be critical in a 
discipline proceeding, human rights complaint or 
criminal case. 


It may take more than one meeting to establish enough 
trust between you and the complainant for her or him 
to explain the details and history of what has happened. 
Don’t try to rush the process. 


The complainant’s statements are not to be shared with 
the alleged harasser, or any witnesses. Let the 
complainant know you will insist on a commitment of 
confidentiality from anyone involved in the investi- 
gation. 


Later, if the complaint becomes a formal grievance or 
complaint, some parts of the case may become public 
and you will need to "renegotiate" the confidentiality 
agreement. 


The victim of harassment may need to "vent" pent-up 
emotion. Make sure that there are some union 
members who can provide emotional support to the 
complainant and who will be available until the 
complaint is resolved. 
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SECTION V - 5 


Sexual Harassment: Working It Out 


INVESTIGATING COMPLAINTS OF HARASSMENT: 
TIPS FOR STEWARDS 


A. 


When meeting the person with a complaint: 


Tell the person that you recognize how difficult it is for 
a person to come forward with a complaint. Let the 
complainant know you take the situation very seriously. 


Try to arrange a meeting right away at a location 
acceptable to the complainant. It is probably best to be 
away from the work area. Find out if the person is 
comfortable discussing the problem with you. Or, 
would he or she prefer to talk to someone of the same 
sex? The complainant may also want to bring along a 
support person. 


If you have to leave work, avoid disclosing the problem 
with your supervisor or the alleged harasser. 


Provide a copy of union and company policy to the 
complainant. Let the person know the options available 
to her in pursuing a complaint (union to investigate and 
take action, management to investigate, human rights 
commission complaint, criminal or civil charges with 
police investigation). Explain to the complainant the 
Steps you plan to take. The complainant may want to 
know what would happen in case of reprisals, the 
escalation of harassment, or violence. 


Remember there are (at least) two sides to every story! 
Be a listener, not a judge. Don’ trivialize the 
complainant’s feelings. Comments such as "I wouldn’t 
be too upset about that” are NOT helpful and may keep 
the complainant from confiding in you. The 
complainant may blame herself or himself, or play down 
the events. Tell the person that if the situation has 
been bothering her or him, it is the right thing to come 
forward. 
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SECTION VI -- 1 Sexual Harassment: Working It Out 


SECTION VI 


RESOURCES 
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COMPLAINTS PROCEDURES 
CONTACTING THE ONTARIO HUMAN RIGHTS COMMISSION 
EXCERPTS FROM THE CANADIAN HUMAN RIGHTS ACT 
COMPLAINTS PROCEDURES 
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SECTION VI -- 2 Sexual Harassment: Working It Out 


BACKGROUND INFORMATION 


The way we see women -- in our society, in the workplace, and in the 
trade union movement -- is changing, and these changes are taking some 
getting used to. 


While probably most of us had mothers who stayed home to look after us 
and the household, today most adults are in the paid labour force, even 
when they have very young children. This has placed a whole new set of 
demands on families and many of us are struggling to adjust. 


More and more women are joining the workforce: for the most part, full 
time. And they are joining unions, even those that have traditionally been 
mostly male. In fact, the majority of new union members in Canada are 
women. That is partly because the new jobs in Canada tend to be in the 
service sector, a sector where women tend to be concentrated. 


The gender balance in unions is also changing because of the loss of 
jobs in traditional male sectors, such as manufacturing. 


In order to persuade new workers to join our unions, and because our 
membership is changing, we need to make sure women have a real role 
to play in our movement. They have stood beside their brothers in 
fighting for fair policies, good collective agreements, and better laws. 
Issues like pay equity and employment equity are very important to 
women and other newcomers to trade unions. 


Women want the chance to participate in educationals, attend 
conferences and conventions, and stand for office. 


But many unions are led by a core of activists; a core which remains 
mainly male and mainly white. Most staff reps are male, even in unions 
that are half female. There has been resistance to letting women take 
their share of the leadership. 


Union leaders at all levels may have concerns about employment equity 


and other special measures to get women involved. In some ways, their 
own roles are being challenged. Resistance may surface in subtle ways, 
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SECTION VI -- 3 Sexual Harassment: Working It Out 
a Sh tc il a 


Such as not informing women members about upcoming courses and 
meetings, by making decisions in closed meetings, watching women get 
set up to fail in their new staff or elected positions. 


Unions have always fought for fair treatment for their members and for 
equity in society for workers not protected by unions. It is in the union’s 
best interest to create an environment where our women co-workers, 
some of whom are the wives and daughters of today’s leaders, can 
contribute to our movement. They need our support in joining the 
Struggle to make the workplace more decent and respectful of all our 
needs. 


Unions’ special programs for women are a step in the right direction. 
These programs make women feel more welcome and bring them into the 


heart of the trade union movement. 


If equality is to become a reality for women and for members of minority 
groups, the union must lead the way. 
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SECTION VI -- 4 Sexual Harassment: Working It Out 


MYTHS ABOUT SEXUAL HARASSMENT 


MYTH #1: “Sexual harassment is not very common.” 


Recent Surveys have indicated that 80 to 90% of women in the paid 
labour force have experienced sexual harassment at some time in their 
working lives. In Canada, that represents 3.6 million women. A recent 
survey of the membership of the British Columbia Employees Union 
showed 80% report that there is sexual harassment in their workplace. 


MYTH #2: “Women invite sexual harassment by their behaviour or dress.” 


Sexual harassment is an expression of power. Physical appearance 
usually has nothing to do with the selection of a “victim.” In fact, the 
only thing most women "do" to bring on such behaviour is to exercise _ 
their rights to work on a job. Harassers may deliberately misinterpret 
behaviour or dress as being "enticing" to justify their aggressive actions. 


Women are taught from childhood to appear attractive, and to act 
pleasantly and passively. Accusing women of inviting harassment by 
their appearance is like blaming a man who is mugged for carrying a 
wallet in his trousers. It is blaming the victim instead of the aggressor. 


MYTH #3: “Women who object have no sense of humour.” 


If harassment were funny, then it would be true that women have no 
sense of humour. But sexual harassment isn’t funny, it is degrading, 
humiliating, and scary. Sexual harassment means being treated as a sex 
object, not as a worker. It is a reminder that the harasser has higher 
status and more power than the victim. Harassment can threaten a 
victim’s job, health, working conditions, training and career opportunities. 
Any behaviour with such potential is certainly not “harmless.” And that 
is not funny. 


Sexual harassment is not just an extension of flirting or “courting” 
behaviour. Office flirtation can be harmless, and it can be fun. And, of 
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SECTION VI -- 5 Sexual Harassment: Working It Out 


course people have social relationships on the job and many romances 
begin there. Harassing behaviour is different, because it is unwelcome 
attention, frequently persistent, and may have an element of intimidation. 
One-sided attention from a person in a position of authority is 
harassment. If threats to economic security go along with the 
harassment, the attention is anything but harmiess. 


"MYTH #4: “Sexual harassment doesn’t hurt anyone.” 


Besides the threat to economic security, sexual harassment can severely 
affect the victim’s health. 


Victims of sexual harassment suffer tension, anxiety, depression, fear, 
and frustration. These psychological effects often manifest themselves in 
physical ailments such a headaches, ulcers and other nervous disorders. 
Some of these ailments become so serious that they require medical 
treatment, even hospitalization. 


The effects of harassment often carry over to the victim’s family life as 
well. 


Co-worker harassment has the additional effect of dividing and 
weakening workers united in collective action. 


MYTH #5: "A firm ’no’ is enough to discourage any man.” 


This statement ignores another, more serious myth - "A woman’s ’no’ 
means ’yes’". As long as this myth survives, it undermines women’s 
credibility in refusing sexual advances. 


Even if a woman’s refusal is understood as meaning ’no,’ it does not 
mean it will be respected. Sexual harassment usually does not occur 
-between equals, even if they are co-workers. In most cases, the harasser 
has greater physical power, social status, and/or economic power. This 
-authority’ may give the harasser leverage against his victim, enabling him 
to override the firmest "no." 


Pe 
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SECTION VI -- 6 Sexual Harassment: Working It Out 
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MYTH #6: “Women often make false claims of sexual harassment.” 


Victims of sexual harassment face a credibility problem. Our society has 
covered up and made light of sexual aggression against women for so 
long! Co-workers and supervisors are often uncomfortable when ugly 
situations come out in the open in the workplace. But false claims are 
the exception, not the rule. Yet, because false claims get so much 
attention, legitimate claims are automatically questioned. 


Women who report sexual harassment are subject to ridicule, disbelief, 
accusations of entrapment, isolation, and further humiliation. Employers 
and co-workers may unfairly make reprisals against a woman who 
complains, ranging from creating intolerable working conditions to firing 
the woman and black-listing her as a troublemaker. Unfortunately, a 
woman takes a big risk when she speaks out against harassment. 
Reprisals are very effective deterrents -- women are unlikely to make false 
claims. 


CONCLUSION: 


Myths about sexual harassment are based on outdated and incorrect 
assumptions and sex role stereotypes. Standards for acceptable 
behaviour in the workplace are changing to show more respect for 
women and members of minority groups. Because sexual harassment 
has such a devastating impact on the victim, we must work to eliminate it. 
Trade unionists must take action to dispel these myths and ensure a 
workplace and union free of sexual harassment.’ 


‘This material is adapted from a CUPW handout, with thanks. 
2 NS Ee eee ee 
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WHICH LEGISLATION COVERS YOUR WORKPLACE? 
CONTACTING THE RELEVANT COMMISSION 


In some cases, a complainant may decide to take an allegation of 
harassment to the Human Rights Commission instead of, or in addition 
to, filing a grievance under the collective agreement. 


It is generally in the complainant’s interest to resolve a situation of 
harassment within the workplace and the framework of the collective 
agreement, and it is usually the fastest way to reach a solution. The 
union has a certain amount of control over the grievance procedure. 
However, in some situations, a complainant wishes to pursue the 
complaint through the Human Rights Commission. 


A person might make this decision if the grievance procedure in place did 
not provide an adequate process or remedy, which still may happen in - 
some situations. With some very sensitive complaints where the victim of 
harassment fears exposure or reprisal, the person complaining may feel 
that the Commission route offers a greater sense of safety since it 
operates outside the workplace. Another reason to file a complaint with 
the Commission is to reinforce a grievance and increase the motivation of 
the employer to resolve the case. 


Normally, the Human Rights Commission will not proceed with a 
complaint until the grievance procedure has been followed all the way to 
the end. However, it stays on record from the time the person files, and 
remedies may be retroactive to the date of filing. There is no fee for filing 
a compiaint with the Commission. 


Unfortunately, there are many procedural problems with our Human 
Rights Commissions, at both the provincial and federal levels. 
Complaints often take many years to resolve, and there is usually a very 
complicated "paper trail" involved. The Commission controls the process, 
not the union or the complainant. Some offices are more sensitive to 
harassment than others. 


If your workplace is in a federally requlated sector, such as banking, 
transportation, or communications, you are probably covered under the 
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SECTION VI -- 8 Sexual Harassment: Working It Out 


Federal Human Rights Act. If your workplace is not subject to the Ontario 
Labour Relations Act, but instead must adhere to the Canada Labour 


Code, you should contact the Canadian Human Rights Commission in the 
case of a sexual harassment complaint. 


If you work in a workplace like most others in Ontario, the commission 
that covers your sexual harassment complaint is the Ontario Human 
Rights Commission. There are offices throughout the province you can 
contact locally. 
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SECTION VI -- 9 Sexual Harassment: Working It Out 
sisting 


EXCERPTS FROM THE ONTARIO HUMAN RIGHTS CODE 


Harassment because of sex in workplace: 


6 (2) Every person who is an employee has a right to 
freedom from harassment in the workplace because of 
sex by his or her employer or agent of the employer 
or by another employee. — 


Every person has a right to be free from, 

a sexual solicitation or advance made by a person in 
a position to confer, grant or deny a benefit or 
advancement to the person where the person making | 
the solicitation or advance knows or ought reasonably 
to know that it is unwelcome; or 

a reprisal or threat of reprisal for the rejection of a 
sexual Solicitation or advance where the reprisal is 
made or threatened by a person in a position to 
confer, grant or deny a benefit or advancement to the 
person. 


1981, c. 53, s. 6. 
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THE ONTARIO HUMAN RIGHTS CODE 


If you have a Human Rights Compiaint.... 


COMPLAINT PROCEDURE 


The Human Rights Code, 1981, is the law in the Province of Ontario that 
protects everyone from being treated unfairly. It protects people from 
discrimination in several different areas (employment, or your job; 
accommodation, or where you live; and how you get services in such 
places as restaurants, hotels and hospitals). 


The Code also protects you from what is called harassment or being 
bothered repeatedly by someone calling you names, or being touched in a 
way that makes you feel uncomfortable. 


The Human Rights Code protects groups of people who are often treated 
in an unfair or unequal way. Some of the groups are protected because 
of their race, creed (religion), language, handicap (disability), sex, marital 
status (whether you are married or not). A complete list is at the end of 
this brochure. 


When you believe that you are being treated badly, differently, or unfairly, 
you may have been discriminated against. Then you can call or write to 
the Ontario Human Rights Commission and ask the staff person that you 
talk to, to look into the problem to see if it is a complaint under the law. 


You can also make a complaint when someone does something to you, 
such as firing you from your job for going to the Commission to make a 
complaint, or helping someone else go the Commission, or helping a 
person from the Commission investigate a complaint. These actions are 
called reprisals. 


The Human Rights Commission consists of appointed members of the 
public, or Commissioners, who meet regularly to set policies and decide 
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oe et 


on complaints. When you call a Commission office, a member of our staff 
will ask you to tell him or her about your concern. Efforts will be made to 
try to help you solve the problem, in an informal way, at that time. If the 
informal way, or Early Settlement Initiative is not successful, an 
investigation will take place. A human rights officer will then present all 
the information gathered and make a recommendation to the 
Commissioners to help them decide what to do. 


EARLY SETTLEMENT INITIATIVE (ESI) 


When you call the Human Rights Commission, the human rights officer 
you speak to will try to help you solve your problem of discrimination as 
quickly as possible. The ESI process may happen before you have to fill 
out a form to file a formal complaint. It means that the complainant can 
have the matter resolved more quickly than with a formal complaint. For 
the person or company being complained against (the respondent), the. 
ESI process provides a chance to solve matters without a lot of formal or 
complicated steps. Most people who call the Commission with a problem 
of discrimination have that problem resolved at this stage. 


THE COMPLAINT 


Filing a formal complaint involves filling out a form with the help of a 
human rights officer. You must try to give all the information that you 
have on what took place and why you feel that you have been 
discriminated against. It is very important to make notes about 
everything that happened to you that led up to coming to the Commission 
to make a complaint, and bring these notes to your appointment with the 
human rights officer. 


Atter you have explained your situation, the person you talk to might tell 
you that little or nothing can be done using human rights law. They 
might say to you that: 


- the complaint is not within the control of the Code; 
- there is a better way to deal with the matter under another law; 
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> what you are complaining about took place over six months 
before the complaint was filed and can no longer be dealt with. 


The Commission staff must accept the complaint of anyone who believes 
that his or her rights under the Human Rights Code have been infringed. . 
Even after you have been told by the human rights officer why little or 
nothing can be done about your complaint, you can still fill out the 
necessary forms and file your complaint. 


WHAT HAPPENS TO YOUR COMPLAINT 


If your complaint cannot be settled informally, the complaint is registered 
in an office of the Commission. A copy of the form with your reasons for 
making the complaint is given to everyone against who the complaint is 
made. We will tell you when the investigation of your complaint will 


begin. 


To help the Commission find out what took place, the respondent is often 
asked to reply in writing to the complainant’s charges. Where this 
happens, you will be told what the respondent said before the case 
proceeds further. 


INVESTIGATIVE CONFERENCE 


An investigative conference or meeting is usually -- but not always -- held 
shortly after the Commission tells the respondents about the complaint, 
and they have had a chance to reply. The human rights officer chairs the 
meeting. The complainant and the respondent are both expected to 
attend to look at all the issues of the complaint. 


The purpose of this meeting is: 


> to find out the positions of the complainant and the respondent; 
> to get information from both sides about the facts that led to the 
complaint; 
> if possible, to find a way to settle the complaint. 
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SECTION VI -- 13 Sexual Harassment: Working It Out 
—————— 


After the investigative conference, if the complainant, respondent and the 
Commission have reached an agreement, a Settlement of the complaint is 
written up and signed. This settlement agreement is like a contract 
between the complainant, the respondent and the Commission. 


INVESTIGATION 


When a complaint is not settled at the Investigative Conference, further 
investigation will be required. In doing the investigation, the human 
rights officer may: 


: enter a business; 

- request to see documents; 

- speak to witnesses who may have information about the complaint 
(when questioning witnesses, the officer may exclude any person 
who may be against the interest of the complainant, but not the ~ 
witness’s lawyer or representative). 


If the officer is refused entry or documents, the Commission may ask for 
a warrant to enter the premises and to search for documents, or may ask 
the Minister of Citizenship, the Minister responsible for the Human Rights 
Commission, to appoint a Board of Inquiry. Hampering a Commission 
investigation is against the law. 


CONCILIATION 


Following the investigation, the human rights officer meets with the 
parties, looks at what was found during the investigation, then tries to 
find a way to solve the problem. A settlement Satisfactory to the 
complainant, the respondent and the Commission can usually be reached. 


When the probiem that caused the complaint is solved to everyone’s 
Satisfaction, and then approved by the Commission, the file is closed. 


If the problem is not solved, the officer writes up a report which will then 
be sent to the parties and the Commissioners. 
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SECTION VI -- 14 Sexual Harassment: Working It Out 
re 


THE COMMISSIONERS 


To make sure that the interests of the public are being looked after, 
complaints that are settled are reviewed by the Commissioners before 
they are closed. The Commissioners aiso decide whether or not to ask to 
have a Board of Inquiry appointed. 


These cases are considered at regularly scheduled meetings of the 
Commissioners. The Commissioners make their decision by using the 
summary of the information gathered together by the human rights 
officer. This Summary is sent to both the complainant and the 
respondent. Each party is allowed to respond to it before it is given to 
the Commissioners for a decision. 


if the Commissioners decide not to ask for a Board of Inquiry to be 
appointed, or to not deal further with the complaint, the Chief 
Commissioner will write to the parties telling them of the reasons for the 
decision. 


RECONSIDERATION 


If your complaint is not decided to your satisfaction, you can apply to 
have that decision reconsidered, within 15 days of the date the 
Commission decision is mailed. The application must include the 
reasons why you feel that the Commission should reconsider its decision. 
Under certain circumstances, the Commission will consider an application 
later than the 15 day limit, if there are good reasons for the delay. 


The Commission tells the respondent that the complainant asked for 
reconsideration, and gives the respondent a chance to reply. 


A member of the Commission staff, different than the human rights officer 
who conducted the original investigation, will look at all the information 
that was originally gathered, may do some more investigation, and then 
will prepare a new report for the Commission. The Commission will then 
make a final decision on what to do with the case. 


A joint project by the Ontario Federation of Labour and the Ontario Women’s Directorate opeiu3s43 


: fighke®! 
pany ts ASH Into! ed 


a , 7 - 
fats basoa! gnip Slin saphekt ria 
Ol. Art cieaHMISD AM ie t: 
ol Hes Oo! fan 4S taniew shinob okt — 


‘erty age fern Mabey a te Se 
oi} oti: wn Oeat fant gant ingtotg ger ul 
“init starchy sett 9d tailieor fanart, pronation: salto, & 
S06 Mute iiton sith frre Gs Hick WS 7) 

if reovig ¢f: gigled 4 of fmouesia). Seweta BP iapieng ; 


AGtSiIEt) Ki Wi a scajaayn 


muuoil (9 btseG atot des-eh ion shipeh Biaryoiad ery 
> Sit Jinieiam os ort? (iw 16 Ama cee ion 7 
{tte meds oniieh editing edt o7 ali thy “Shela | 


Hemet | - 


i yindke hae Udy Mottos'supe wey of bebibyh Se Sina uey Y , 


e Sil! GIAO MILO await at inves Marreiirieeouy Pewee Fall Rear 
on) Stool oom. adqe@art Selinen) witeeeh fala 1, ow 
ina ati veblengden tivo: cocetiiiane Sy of hetl heey Lane yihy ere 


os pe setlerte the ¢ ioclimed nar Seaniianieis sige we 
oor antes” GoOn 618 exalt) simi Yep aP ar 16m ONS 


wilelornoe Set ist ibaa ris eller Hbiapitienee) aT 


ity oc? ites Hila a siege eterno 
O atdigh aainar’ el) rinett Seong salle, ee Ney at racemale 7 
merge? gall he Ta Nek iW cis ret bath a x 
NL eave! Tg Stile yi yhani Bettie! sgThaevagt 


wnOESIRIIUD S46 nian orld Tel hoary 
azesy Seth ectiw oly i ftw tio oe 


aa a A> 


aor devgpaad sneiRIN GaN x S . | 
- : v- io _ 


ee oe, 
tm 
: — aly ai 


SECTION VI -- 15 Sexual Harassment: Working It Out 
Ss sess 


The Chief Commissioner will inform all the parties, in writing, of the 
decision of the Commission after reconsideration has taken place. 


BOARD OF INQUIRY 


A Board of Inquiry is separate from the Commission. The Minister of 
Citizenship appoints the Board of Inquiry at the request of the 
Commission when the Commission believes that the Human Rights Code 
has been broken. Usually the Board of Inquiry is one person. 


The Board will hold public hearings to find out whether discrimination has 
taken place. The complainant, the respondent and the Commission or 
their lawyers, and other people that the Board of Inquiry feels will give 
useful information, appear before the Board. The Board’s decision will be 
based on the evidence presented and the law. 


If the Board finds that there has been no infringement of the Code, the 
case is dismissed. 


If the Board finds that discrimination has occurred under the Code, it may 
order that the respondent pay the complainant for any losses suffered. 
The Board can order other remedies to deal with the actions of the 
respondent that caused the complaint. Also, where the Board finds that 
the discrimination was deliberate or reckless, the Board may have the 
respondent pay the complainant up to $10,000 for mental anguish. 


Any decision or order of the Board may be appealed to the Divisional 
court of the Supreme Court of Ontario. 


PROSECUTION 


A person who infringes the right of another under the Code, obstructs an 
investigation or does not follow the order of a Board of Inquiry may be 
prosecuted. If convicted, the person may be fined up to $25,000. 
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SECTION VI -- 16 Sexual Harassment: Working It Out 
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The Human Rights Code, 1981, provides that every person has a right to 
freedom from discrimination in the following areas: 


. services, goods and facilities; 

° the occupancy of accommodation; 

° contracts; 

° employment; 

° membership in vocational associations and trade unions; 


on the grounds of: 


. race; 
. ancestry; 

° place of origin; 

° colour; 

° ethnic origin; 

. citizenship; 

. creed; 

° Sex; 

. sexual orientation; 

“ handicap; 

° age; 

. marital status; 

° family status; 

. the receipt of public assistance; 
. record of offenses. 
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SECTION VI -- 17 Sexual Harassment: Working It Out 
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Ontario Human Rights Commission 


Ontario Human Rights Commission 
400 University Avenue, Toronto, Ontario, M7A 2R9 


HAMILTON 


119 King St. West 
L8N 3Z9 
Tel:(416)521-7870 
Tel:(613)548-6750 
TDD:(416)546-8278 


KITCHENER 


824 King St. W. 
N2G 1G1 
Tel:(519)570-9622 
1-800-263-9525 


OTTAWA 


2197 Riverside Dr. 
K1H 7X3 
Tel:(613)738-2801 
1-800-267-1916 


ST. CATHARINES 


1 St. Paul St. 
L2R 7L4 
Tel:(416)684-7406 
1-800-263-4916 


TIMMINS 


210 Spruce St. South 
Suite 103 

P4M 2M5 
Tel:(705)266-2838 
1-800-461-7863 


Tel: (416) 965-6841 
TDD: (416) 965-6871 


Address all correspondence to your closed District Office: 


KENORA 


227 2nd St. South 
PON 1G1 
Tel:(807)468-2866 


LONDON 


255 Dufferin Avenue 
N6A 5K6 
Tel:(519)438-0076 
1-800-268-8333 
TDD:(519)438-4207 


SAULT STE. MARIE 


390 Bay St. 

PGA 1X2 
Tel:(705)942-8417 
1-800-461-0551 


SUDBURY 


199 Larch St. 

P3E 5P9 
Tel:(705)675-4455 
1-800-461-4000 
TDD:(705)675-6392 


TORONTO CENTRAL 


595 Bay St. 

M5G 2C2 
Tel:(416)326-951 1 
TDD:(416)326-9669 


KINGSTON 


80 Queen St. 
Suite 202, K7K 6W7 
1-800-668-9508 


1-800-461-2958 
TDD:(613)267-5755 


MISSISSAUGA 


2 Robert Speck Parkway 
L4Z 1H8 
Tel:(416)273-781 1 
1-800-268-2808 
TDD:(416)273-6648 


SCARBOROUGH 


2500 Lawrence Ave. E. 
M1P 2R7 
Tel:(416)750-3575 
1-800-268-6585 
TDD:(416)750-3302 


THUNDER BAY 


28 North Cumberland St. 
P7A 4K9 
Tel:(807)623-9119 
1-800-465-8996 


WINDSOR 


500 Ouellette Avenue 
N9A 1B3 
Tel:(519)256-8278 
1-800-265-5140 


Toll-Free Long Distance: !f you are outside the local area and within the area code, call the number listed 


under 1-800. 
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EXCERPTS FROM THE CANADIAN HUMAN RIGHTS ACT 


Harassment 

14 (1) It is a discriminatory practice 

(a) inthe provision of goods, services, facilities or accommodation 
customarily available to the general public, 

(b) in. the provision of commercial premises or residential 
accommodation, or 

(Cc) in matters related to employment, 
to harass an individual on a prohibited ground of discrimination. _ 


Sexual harassment 

14 (2) Without limiting the generality of subsection (1), sexual 
harassment shall, for the purposes of this subsection, be 
deemed to be harassment on a prohibited ground of 
discrimination. 


1980-81-82-83, c. 143, s. 7. 
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THE CANADIAN HUMAN RIGHTS ACT 


“Every individual should have an equal opportunity with other individuals 
to make for himself or herself the life that he or she is able and wishes to 
have, consistent with his or her duties and obligations as a member of 
society granted.” 


a ae ee ee eee enn 
TEN GROUNDS 


The Act lists 10 specific grounds on which discrimination is forbidden: 


* Race 

* National or ethnic origin 
* Colour 

* Religion 

* Age 

* Sex 


* Marital status 

* Family status 

* Pardoned conviction 
* Disability 


The Act provides that discrimination based on pregnancy or childbirth is 
sex discrimination. 


Disability means any previous or existing mental or physical disability 
and includes disfigurement and dependence on alcohol or a drug. 


.YOU ARE PROTECTED 


Everyone is protected by the Canadian Human Rights Act in dealings with 
the federal government and federally-regulated companies like banks, 
railways and airlines. 


a 
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About a million employees, who work for the federal government and 
federally-regulated companies, are covered on the job. 


Accommodations: a member of a minority religion cannot be refused the 
opportunity to rent space in a federal airport because management fear 
the unusual clothing worn for religious reasons might upset other 
tenants. 


The Act also forbids harassment, including not only sexual harassment 
but harassment on any of the 10 grounds. 


Discriminatory notices: a poster that encourages discrimination is illegal. 


Hate messages: pre-recorded telephone hate messages are forbidden. 


EXCEPTIONS 
The Act provides for certain unavoidable exceptions. 


Bona fide occupational requirements: a job may be refused to a person 
who cannot perform it safely, efficiently and reliably. 


Bona fide justification: a service may be refused to a person when it 
cannot be offered without undue costs. 


Equal pay guidelines: there are 9 "reasonable factors” that may justify 
differences in pay scales for men and women performing work of equal 
value in the same establishment. These include different performance 
ratings, seniority, red circling and rehabilitation assignments. 


Child care: an employer can grant workers special leave or benefits in 
connection with pregnancy or childbirth or for the care of their children. 


Mandatory retirement: a worker can be retired at the age that is "normal" 
for the kind of work involved. 


Age guidelines: lower transportation fares are permitted for children and 
senior citizens. 
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* The Canadian Human Rights Commission has asked Parliament to ban 
mandatory retirement based solely on age. The Commission believes 
workers should not be forced to retire as long as they can do the 
essential tasks of the job. 


ACCESS FOR ALL 


Special programs: the Canadian Human Rights Act, like the Charter of 
Rights and Freedoms, makes provisions for special programs designed to 
end long-standing disadvantages and prevent them from happening 
again. A special program can be something as simple as a training 
program for workers from a disadvantaged group or a full-fledged 
employment equity plan. 


Accessibility: the Canadian Human Rights Act recognizes that persons 
with disabilities must have access to premises, services and facilities and 
provides for standards. 


Standards: the government can set access standards if it chooses to. It 
could, for example, determine where ramps should exist so people who 
get around in wheelchairs could easily enter buildings under federal 
jurisdiction. 


Anyone who failed to meet the standard could face a discrimination 
complaint. But anyone who did meet the standard would be protected 
against complaints. 


Adaptation plans: employers and those who offer goods, services, 
facilities and accommodations are encouraged to draw up plans for 
adapting to the needs of persons with disabilities. If a plan has been 
approved by the Canadian Human Rights Commission, and if it is being 
followed, it protects employers against complaints on matters to be dealt 
with under the plan. 
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THE CANADIAN HUMAN RIGHTS COMMISSION 


The Canadian Human Rights Act is administered by the Canadian Human 
Rights Commission. Ten times a year, the Commission, made up of two 
full-time and up to eight part-time members, meets to decide on individual 
complaints and approve Commission policy. 


Besides investigating complaints of discrimination, the Commission, 
under the direction of the Chief Commissioner and the Deputy Chief 
Commissioner: 


* fosters public understanding of human rights 

* Carries out research on human rights 

* keeps in touch with provincial human rights commissions to avoid 
probiems of overlapping jurisdictions 

* advises Parliament on human rights issues 

* considers suggestions concerning human rights 

* _ uses publicity and education to help eradicate discrimination 


COMPLAINTS 


Anyone who believes there has been an incident of discrimination can 
make a complaint. The Commission itself can launch a complaint. 


Each case may go through many stages. 


investigation: when the complaint has been accepted, a human rights 
officer interviews witnesses and gathers documents to get the facts. 


Review by the Commission: members of the Commission review the 
investigator's case analysis and decide what to do next. 


Dismissal: if the facts do not support the complaint, the case is 
dismissed. 
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SECTION VI -- 23 Sexual Harassment: Working It Out 


Settlement: although investigation is a fact-finding stage, it often happens 
that an agreement is reached on how to resolve the complaint. Such an 
agreement becomes a settlement under law if it is approved by the 
Commission. 


Conciliation: if a complaint is valid but there has been no resolution, the 
Commission can turn the case over to a conciliator. The conciliator’s job 
is to bring about a satisfactory settlement between both parties. 


Review by the Commission: If conciliation, results in a mutually 
Satisfactory settlement, it is approved by the Commission. 


Tribunal: If conciliation fails, the Commission can refer the complaint to 
an independent tribunal. Tribunals hear the facts of the complaint and if 
they agree the compiaint is valid, they have the power to order a 
resolution to correct the situation. Anyone who disobeys a tribunal order 
can be fined or jailed by the Federal Court. 


A complaint can be sent to tribunal at any stage, but such a referral 
usually occurs after conciliation has failed. 


APPEALS 


Appeals: tribunal decisions can be appealed to a review tribunal or the 
courts, by the complainant, the respondent or the Commission, 
depending on the circumstances. Review tribunal decisions can be 
appealed to the Federal Court or in some cases to the Supreme Court of 
Canada. 


The Canadian Human Rights Act provides for fines of up to $50,000 for 
threatening, intimidating or discriminating against an individual who has 
filed a complaint, or for hampering the investigation process. 
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SECTION VI -- 24 


National Office 


Canadian Human Rights Commission 


Telephone: (613) 995-1151 
Visual Ear: (613) 996-5211 


Regional Offices: 


Atlantic: 
Telephone: (902) 426-8380 
Visual Ear: (902) 426-9345 


No Charges: 1-800-585-1752 


Quebec: 
Telephone: (514) 283-5218 
Visual Ear: (514) 283-1869 


National Capital: 
Telephone: (613) 996-0026 
Visual Ear: (613) 998-5927 


Sexual Harassment: Working It Out 


Ontario: 
Telephone: (416) 973-5527 
Visual Ear: (416) 973-8912 


Prairies: 
Telephone: (204) 983-2189 
Visual Ear: (204) 983-2882 


Western: 


Telephone: (604) 666-2251 


Visual Ear: (604) 666-3071 


These offices accept collect long distance calls. 


A joint project by the Ontario Federation of Labour and the Ontario Women's Directorate 


opeiu343 


OGM 
‘Cry Te (ote) bili fai 
S i aladeahl a3 ‘enierV ; 


1 
e's , 


OOF SAR ERS! ah: “uae? orsaeae (re) +s old dred 
‘ta Ne (DIS a> Ich Aer PhS dias =a. ie’ 


» ‘ii ra! 
EX» Sele (a8): = WUGeie | 
(TOR (O29, ‘*< Y Gai 


oe a ed ae 


ata 


es Sa cs 


(Mier 


SECTION VI -- 25 Sexual Harassment: Working It Out 


OTHER EDUCATIONAL RESOURCES: 


Additional copies of this video and presentation guide are available 


through: 

Ontario Federation of Labour 

15 Gervais Drive, Suite 202 

Don Mills, Ontario M3C 1Y8 
Telephone: (416) 441-2731 

and 

Publications Office 

The Ontario Women’s Directorate 
2 Carlton Street, 12th Floor 
Toronto, Ontario M5B 2M9 


Telephone: (416) 314-0300 


To borrow the video at nacnecsel contact: 

L & M Media Marketing 

c Ontario Women’s Directorate, 1992 

Produced by: OFL in collaboration with the OWD 


Aussi disponible en francais 
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OTHER SOURCES OF INFORMATION: 


Ontario Women’s Directorate 


The OWD Resource Centre has a number of videos you can arrange to 
screen. If you wish to borrow videos, the OWD can refer you to the 
company which lends videos at no cost. 


The OWD Publications office has a range of printed materials available in 
single copies or in bulk on issues relating to sex discrimination, assault, 
and harassment. 


Several useful posters are available at no cost which relate to workplace © 
harassment and sexual assault. 


Ontario Federation of Labour and Affiliated Unions 


Policy papers 
Many unions have policy statements on sexual harassment. Some unions 


have also developed educational packages. 


Courses 

A number of unions have developed courses and workshops which 
include sexual harassment -- speak to your staff representative for further 
information. 
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RESOURCE ’C’ - VIDEOS AND FILMS: 


THESE ELEMENTS SHOULD BE CONSIDERED WHEN SELECTING 
A VIDEO/FILM: 


* A REPRESENTATIVE WORKFORCE IS FEATURED. 


* CONTENT AND SETTINGS ARE RELEVANT TO THE 
WORKPLACE. 


* CANADIAN OR ONTARIO LEGISLATION IS REFERRED TO. 


* NO STEREOTYPES IN LANGUAGE, JOB DESCRIPTION, 
INTERACTION. 


- MATERIAL IS NOT OUTDATED. 


* PRESENTATION STYLE AND LENGTH ARE SUITABLE TO THE 
AUDIENCE. 


SS a a RE ee a ee 


A joint project by the Ontario Federation of Labour and the Ontario Women’s Directorate opeiu343 


ne 


iit a242 Acew opmaanKos a9 ¢ 


i. 


¢ 


OT GAAP IRRA (1) PO! A LOA OIRAT HO FO THAUAMAD 8 


MOHAN oe x 
. mat: 


SETAGTUS TON Mm ORIGTAM + 


. SHYT OF SuaaTUr tea He MEL One C78 HITATHABSI  - 


SECTION VI -- 28 Sexual Harassment: Working It Out 
an ct nna EY 


THE POWER PINCH: SEXUAL HARASSMENT IN THE WORKPLACE 
16 mm film; 1981; 26 minutes 


Uses interviews with women to show different types of sexual harassment 
behaviours. Demonstrates difference between flirtation and sexual 
harassment; illustrates "poisoned environment;” addresses issue of 
abuse of power and the office atmosphere of "going along with the guys.” 
Deals with corporate costs and informs managers of their responsibility in 
preventing sexual harassment. Although "old", it is not outdated. Refers 
to U.S. legislation. Includes diversity in workforce. 


Suitable Audience: Professionals, corporate managers 
Presentation Style: —Interviews/vignettes with on-screen narrator 


Setting: . Office 

Source: Marlin Motion Pictures, 211 Watline Avenue, 
Mississauga, Ontario (416) 890-1500 

Guides: Leader’s Guide, Manager and Employee Handbook 


HOW FAR IS TOO FAR? (20/20) 
Video; 1987; 17 minutes 


ABC News 20/20 segment with hosts Hugh Downs and Barbara Walters. 
Reporter Lynn Sherr interviews two women whose victories in court have 
helped establish higher standards for behaviour on the job. Refers to 
U.S. legislation. Non-diverse workforce. 


Suitable Audience: Professional, corporate managers 
Presentation Style: | Documentary/vignettes 


Setting: Washington architectural firm 

Source: Marlin Motion Pictures, 211 Watline Avenue, 
Mississauga, Ontario (416) 890-1500 

Guides: ; Discussion Guide 
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SEXUAL HARASSMENT 
Video; 1989; 44 minutes 


Thirteen part video. Host Peter Quarry discusses sexual harassment - 
what it is and how to prevent it - with female and male studio audience, 
who decide whether four dramatised office situations are sexual 
harassment. Addresses some assumptions made by men in interaction 
with women. Non-diverse workforce. 


Suitable Audience: Academic 
Presentation Style: _Interviews/vignettes 


Setting: Australian television studio 

Source: Marlin Motion Pictures, 211 Watline Avenue, 
Mississauga, Ontario (416) 890-1500 

Guides: Booklet 


SEXUAL HARASSMENT IN THE WORKPLACE 
Video; 1988; 20 minutes 


Explores sexual harassment through a series of vignettes and interviews. 
Outlines the responsibilities of employers and the rights of employees 
under the Canada Labour Code for federally regulated businesses. 
Provides information on prevention and redress. Deals with sexual 
harassment by co-workers and supervisor and demonstrates the 
“poisoned work environment." Examples include a non-traditional 
apprentice carpenter. Non-diverse workforce. 


Suitable Audience: Technical, clerical Staff, trades 

Presentation Style: _interview/vignettes/narration 

Setting: Office mostly 

Source: Produced by Women’s Bureau, Labour Canada, 165 
Hotel de Ville, Place du Portage, Phase 2, Hull, 
Québec L1A 0J2 (819) 953-0055 

Guides: N/A 


EE 


A joint project by the Ontario Federation of Labour and the Ontario Women's Directorate opeiu343 


Prinses i bier h ky ya 
Lek GBs yr auntie: 
eolorsdire rit Teaety yal een 


1. ae onratit 
Ones yer ‘ah NaleriteA 

Wwe. sew yauy HPS 1 Biers + atte Lilia 
RTUHO (S90) clivtiad ec daabeei 
tehioog 


SoM STARA W Ss Ge TSAR "HAN JMIKZE 
"‘garanim OS Geet, ‘spar 4 


wre vn" mad Von 24 TSN SV 1D Selv44 «& 4 alk 


Thane leas exits 
o SOP iS Migh say bie oavcignes to cemliveidgess eyeaAlthO 
CSET IMEI Oe tiuoe! wth weet yn CUO TOSS! FeERe. St ain 
iri sl aleet et teu Gag ric tay 2 iro cies ws ui bined 

rt entetigngeesl Grin Li Sale) ew Ra: oa mir “cr nasties HE EC) 


WRN e/a isdi seTCX: iiaanyrrniew. sheal seenarion 


STOW SOV eb] » TF afieses Bo heigl 

SSG eS (a2 esis (ie unriseT Soneulpln niet! 

TIT CONE WE vital —sofetl® nedher sees 

4 yh tiem ‘anise 

SOT A2%Ne> tyne NR NE yet LON eave? 
HOM S cat ete ire aQRIe SHY oth tape 
DO-TE8 (IG) SUV AL) see 

| AM omg yi 


SECTION VI -- 30 Sexual Harassment: Working It Out 
——————— 


WORKPLACE HUSTLE 
16 mm film; 1980; 30 minutes 


Narrated by Ed Asner with an interview of Lyn Farley, author of Sexual 
Shakedown, who stresses the damaging effects of sexual harassment. 
Shows a group of women and men discussing sexual harassment from 
different male/female perspectives. Differentiates between sex and 
Sexuality; emphasizes problem as institutional/ Systemic; encourages 
women to speak out and act to stop harassment. Explains the need for 
informal supports to deal with social expectations using the example of 
the “macho" male. Diverse workforce. 


Suitable Audience: General, corporate managers, employees 
Presentation Style:  Vignettes/narration 


Setting: Office, non-traditional work 

Source: L & M Media Marketing, 115 Torby Road, Unit 9, 
Markham, Ontario L3R 2M9 (416) 475-3750 

Guides: N/A 


TAKING ACTION 
Video; 1986; 27 minutes 


Developed by Petro-Canada as a communication tool for its workforce. 
Hosted by Peter Gzowski, defines sexual harassment, shows a series of 
vignettes which demonstrate different types of harassment and stress the 
importance of a company policy. It provides examples of peer pressure, 
gender discrimination, and “poisoned work environment." Some 
workforce diversity. 


Suitable Audience: Non-traditional workers, clerical staff 
Presentation Style: Vignettes 


Setting: Office/gas station 

Source: L & M Media Marketing, 115 Torby Road, Unit 9, 
Markham, Ontario L3R 2M9 (416) 475-3750 

Guides: N/A 
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BREAKING THE TRUST: SEXUAL HARASSMENT ON CAMPUS 
Video; 1986; 25 minutes 


Based on case studies, research in universities and the educational 
system, Shows situational enactments of sexual harassment incidents. 
Interviews students and staff who have experienced sexual harassment 
on Campus and talk about their feelings. Vignettes demonstrate gender 
discrimination and different ways in which men harass and intimidate 
women. Encourages women to speak out and seek support. Some 
diversity in workforce. 


Suitable Audience: | Academic/educational community 
Presentation Style:  Vignettes/interviews 


Setting: University of Western Ontario Campus 

Source: L & M Media Marketing, 115 Torby Road, Unit 9, 
Markham, Ontario L3R 2M9; (416) 475-3750 

Guides: N/A 


COURTING EQUALITY 
Video; 1989; 25 minutes 


Two university students discuss discrimination and harassment with 
LEAF (Legal Education and Action Fund) representative. Presents an 
overview of different types of discrimination cases LEAF deals with 
including pregnancy discrimination, sexual assault, etc. Solicits support 
for LEAF. Non-diverse workforce. 


Suitable Audience: Academic 

Presentation Style: | Mostly lecture/discussion/short vignettes 

Setting: University cafeteria 

Source: Women’s Legal Education and Action Fund, 489 
College Street, #403, Toronto, Ontario (national 
Office). (416) 963-9654 

Guides: N/A 
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A COSTLY PROPOSITION: SEXUAL HARASSMENT AT WORK 
Video; 1986; 23 minutes 


Five-unit training program which uses vignettes to focus on subtle and 
complex issues surrounding sexual harassment. Each vignette addresses 
the following different aspects: 


"Quid pro quo" harassment 
Harassment by "third parties" 
Hostile work environment 
Non-participant harassment 
Grey areas 


Deals with legal implications and focuses on preventive solutions. Non- 
diverse workforce. 


Suitable Audience: Professional Staff, supervisors, those in the 
Creative arts field 
Presentation Style: Vignettes 


Setting: Film making location, music business _ 

Source: International Tele-Film, 47 Densley Avenue, 
Toronto, Ontario (416) 241-4483 

Guides: Leader’s Guide, Participant Guide 


SEXUAL HARASSMENT IN THE WORKPLACE...IDENTIFY. STOP. 
PREVENT. (PART I) 
Video; 1990; 23 minutes 


Defines sexual harassment, how to identify different types and how to 
prevent it from happening. Provides very basic information. Refers to 
U.S. legislation. Non-diverse workforce. 


Suitable Audience: Office workers, supervisors 
Presentation Style: Vignettes 


Setting: Office 

Source: International Tele-Film, 47 Densley Avenue, 
Toronto, Ontario (416) 241-4483 

Guides: N/A 
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HANDLING THE SEXUAL HARASSMENT COMPLAINT (PART Hl) 
Video; 1990; 15 minutes 


Explains steps in handling complaints from receiving to investigation and 
action. Emphasizes benefits of internal resolution over lawsuit. Provides 
Overview of the process emphasizing the need to deal with incidents early 
on. Refers to U.S. legislation. Non-diverse workforce. 


Suitable Audience: Supervisors, managers 
Presentation Style: Vignettes 


Setting: Office 
Source: International Tele-Film (see above) 
Guides: N/A 


ITS NOT JUST COURTESY, IT’S THE LAW 
Video; 1989; 27 minutes 


Uses various situations to illustrate examples of “subtle” sexual 
harassment. Shows both men and women as victims of sexual 
harassment with the male victim handling the situation more effectively. 
Presents a comprehensive overview of some complex issues using a 
variety of work settings. Stresses how difficult it is to change behaviours 
until the situations “hit home.” Diverse workforce. 


Suitable Audience: Supervisors, managers, employees, non-traditional 


workforce 
Presentation Style: Vignettes 
Setting: Office, non-traditional work settings 
Source: Wilson Smith Learning Resources, 39 Lakeshore 


Road East, Mississauga, Ontario L5G 1C9, 
(416) 271-8381 
Guides: N/A 
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CALL ME SISTER...CALL ME BROTHER 
Video; 1991; 20 minutes 


Deals with sexual, racial, and general harassment between co-workers. 
Stresses different perceptions of behaviours by men and women. 
Presents examples of both men and women being harassed. Using a 
cartoon Style, takes the viewer through the complaint process. Diverse 
workforce. 


Suitable Audience: Union member, non-traditional workforce 
Presentation Style: Interview/vignettes/cartoons 


Setting: Foundry/factory 

Source: Produced by the Canadian Auto Workers Union, 
(416) 497-4110 

Guides: N/A 


ALL THE WRONG MOVES 
Video; 1988; 23 minutes 


Through the use of three vignettes, shows range of sexual harassment 
behaviours with legal definition. Explains rights, responsibilities and 
liabilities of both individuals and organizations. Using realistic examples, 
demonstrates hostile work environment with co-workers and subtle 
harassment by supervisor. Refers to U.S. legislation. Some diversity in 
workforce. 


Suitable Audience: | Management, technical staff, workers 
Presentation Style: Vignettes 


Setting: Office, non-traditional work setting 

Source: International Tele-Film, 47 Densley Avenue, 
Toronto, Ontario (416) 241-4483 

Guides: N/A 
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SISTER AND BROTHERS: WORKING TOGETHER 
Video; 1992; 16 minutes 


Stephen Lewis, a well-known figure in Canadian public life, offers candid 
reflections about equality for women in the labour movement. The former 
ambassador to the United Nations addresses a number of issues 
including sexual harassment, employment equity, discrimination against 
women and minority groups, and union policies regarding women 
members. Lewis urges union leaders to open the doors to women’s full 
participation and to remove barriers to women’s equality by developing 
policies on such problems as sexual harassment. The video is designed 
to support discussion about the issues. 


Suitable Audience: Union leaders, members, employees 

Presentation Style: Lecture 

Setting: Lewis’ home 

Source: Produced by Steelworkers District 6, 400 The East 
Mall, Islington, Ontario, M9B 4B1; (416) 626-6332 - 
in collaboration with the Ontario Women’s 
Directorate 

Also available through LM Media Marketing 
Guides: User’s guide 
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SECTION VI -- 36 Sexual Harassment: Working It Out 
ee 


SEXUAL HARASSMENT IN THE WORKPLACE: WORKING IT OUT 
Video; 1993; 20 minutes 


The Ontario Federation of Labour has developed this video to raise 
awareness of sexual harassment with union leaders and members. 
Women victims of harassment in the workplace tell their stories. 
Spokespersons from different unions (USWA, CUPE, CAW, PSAC, etc...) 
explain how important this issue is to unions in the 90s and what they 
can do to address it. Diverse. 


Suitable Audience: Union leaders, members, employees, managers 
Presentation Styie: _Interviews/narration 
Setting: Factory, office, shop floor 
Source: Produced by OFL, 15 Gervais Drive, Don Mills, 
Ontario, M3C 1Y8 (416) 441-2731 - in collaboration 
with the Ontario Women’s Directorate 
Also available through LM Media Marketing 
Guides: Video discussion workbook 
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RESOURCE ’D’ - WHAT ELSE TO READ 


Aggarwal, Arjun P. Sexual Harassment in the Workplace (Toronto: 


Butterworths, 1992, revised edition). 


A Canadian study of workplace harassment, important in Canadian cases, 
and frequently quoted in the decisions; reviews various legal and other 
definitions of sexual harassment, both from Canada and from other 
countries, and provides a synthesis of these definitions; includes 
Canadian court cases, human rights tribunals and boards of inquiry, and 
arbitration decisions (in unionized workplaces); discusses how racial 
harassment decisions are used in sexual harassment legal cases. 


Astrachan, Anthony. How Men Feel: Their R nses to Women’s 
Demands for Equality and Power (New York: Doubleday, 1986). 


The book focuses on the United States, but the author was also accepted 
as an “expert witness" on causes of sexual harassment in Ontario; based 
on interviews and reviews of other Studies, suggests four "types" of male 
reaction to women in the workforce: the Supporters, the pragmatists, the 
ambivalents and the opponents; argues that some men are frightened by 
competent women at work, so try to treat them as the familiar “wife, 
mother, lover or whore", instead of welcoming competence. 


Backhouse, Constance and Leah Cohen. The Secret Oppression: Sexual 
Harassment of Working Women (Toronto: MacMillan, 1978). 


One of the first Canadian Studies, also informed by the U.S. experience 
and cases; reviews past studies and Surveys of how common sexual 
harassment in the workplace is, discusses why it is under-reported, its 
Causes, and its many forms; discusses common myths about sexual 
harassment in the workplace, why these beliefs are so common, and why 
there is resistance to changing beliefs and stopping harassment; provides 
Suggestions for overcoming resistance and for preventing and ending 
sexual harassment in the workplace. 
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MacKinnon, Catharine A. Sexual Harassment of Working Women: A Case 


of Sex Discrimination (New Haven: Yale University Press, 1979). 


The first legal study of workplace sexual harassment in the U.S., and still 
influential in important Canadian cases; looks at how the working world is 
Sex segregated, why women are therefore subjected to sexual 
harassment, and legal approaches to sexism and racism; discusses the 
legal relationship between sexual harassment and sex discrimination; 
presents two types of harassment ("quid pro quo” and the "poisoned 
work environment"), discusses women’s experience of these, and their 
legal contexts. 


ll. Other references that may be useful for employers, for human 
resources personnel, or for sexual harassment prevention advisers to 
make available as required: 


Canadian Woman Studies/les cahiers de la femme.(1) Violence Against 
Women (Volume 11, No. 4, Summer 1991), and (2) Violence Against 


Women: Strategies For Change (Volume 12, No.1, Fall 1991). 


These two special issues provide a context for greater understanding of 
the problems of violence against women, including sexual harassment in 
the workplace; they also contain information, ideas and Strategies about 
women, men and organizations taking actions to stop the violence; many 
libraries carry this magazine or, if you prefer, you may purchase back 
issues; write to CWS/cf at 212 Founders College, York University, 4700 
Keele Street, Downsview, Ontario M3J 1P3 or call them at (416) 736-5356. 


Wise, Sue and Liz Stanley. Georgie Porgie: Sexual Harassment in 


Everyday Life. (London: Pandora/Routiedge & Kegan Paul, 1987). 


While based on perspectives from England, this very readable book also 
reviews definitions, legislation and strategies from other countries, 
particularly the U.S.A.; contains a good analysis of popular 
misconceptions about sexual harassment, including analysis of news 
reporting and media coverage regarding sexual harassment; using 
accessible language, integrally considers multiple forms of harassment, 
an historical review of trade union actions, and consideration of the 
sexual harassment of heterosexual and lesbian women. 


—_—_—_——————————— 
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SAMPLE UNION ANTI-HARASSMENT POLICIES 


CANADIAN AUTO WORKERS UNION (C.A.W. - CANADA) 


CANADIAN BROTHERHOOD OF RAILWAY, TRANSPORT & GENERAL 
WORKERS (CBRT&GW) 


CANADIAN UNION OF POSTAL WORKERS (CUPW) 
CANADIAN UNION OF PUBLIC EMPLOYEES (CUPE) 
COMMUNICATIONS AND ELECTRICAL WORKERS OF CANADA (CWC) 
ONTARIO FEDERATION OF LABOUR (OFL) 

ONTARIO PUBLIC SERVICE EMPLOYEES UNION (OPSEU) 
PUBLIC SERVICE ALLIANCE OF CANADA (PSAC) 


UNITED STEELWORKERS OF AMERICA (USWA) 


————————— 
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SAMPLE ANTI-HARASSMENT CONTRACT LANGUAGE 


CANADIAN AUTO WORKERS UNION (CAW - CANADA) 


CANADIAN BROTHERHOOD OF RAILWAY, TRANSPORT & GENERAL 
WORKERS (CBRT&GW) 


CANADIAN UNION OF POSTAL WORKERS (CUPW) 
ONTARIO PUBLIC SERVICE EMPLOYEES UNION (OPSEU) 


PUBLIC SERVICE ALLIANCE OF CANADA (PSAC) 


_—_—_— 
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Document 2 


1st 
Biennial 
Convention 


Sexual Harassment: Working It Out 


OFL/FTO- 


November 25-29, 1991 


CHALLENGING HARASSMENT 


Racism, sexism, homophobia and violence 
are integral parts of Canadian society. We 
have grown up in a system which accepts 
and perpetuates the intolerance of 
difference as social norms. An economic 
recession makes this problem worse. Often 
the intolerance is carried over into the 
workplace in the form of harassment. 
Intolerance is a societal issue, but unions’ 
can directly address this issue in the 
workplace. 


The labour movement is committed to 
improving the social and economic well- 
being of workers. Harassment on the job or 
at union functions destroys that well-being. 
Trade unionists must understand and 
confront harassment because it threatens 
union solidarity. The elimination of 
harassment will bring us one step closer to 
our goal of equality for all men and women 
in the workplace and in society. 


Contronting harassment has been a 
controversial issue in the labour movement. 
In the 1970's and 80’s the debate was 
marred by defensive laughter, denial and 
emotionally charged accusations. Perhaps 
this is because fighting harassment cuts to 
the heart of our stereotyped ideas and 
attitudes about each other. Some unions 
have gone through this difficult debate. 
They adopted policy statements, organized 
educational programs and negotiated 


Clauses and grievance procedures to 
protect their members. 


The debate is not over. Only 18% of 
collective agreements in Ontario include 
language on sexual harassment (this 
information is not available for other types 
of harassment). Today, activists may meet 
silence rather than discussion. Resistance 
to this issue has gone underground. This 
makes education and change harder to 
achieve. As difficult as this is, we must 
work together to end harassment and 
discrimination in all locals and workplaces! 


WHAT IS HARASSMENT? 


The Ontario Human Rights Code defines 


harassment as vexatious comments or 
conduct that is known, or should 
reasonably be known, to be unwelcome. 
This behaviour could range from posting 
offensive pictures, verbal taunts to physical 
assault. This behaviour could happen once 
or many times over many years. If the 
victim tells the harasser to stop, then the 
harasser cannot claim that he/she thought 
the behaviour was welcomed. Even if the 
victim does not speak out and the 
behaviour only happened once, it could be 
viewed as harassment. The Ontario Human 
Rights Commission would see it as 
harassment if it is severe and a ‘reasonable’ 
person would have known better. 


Se a ee ee 
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SECTION VI -- 42 


The Code prohibits harassment in 
employment because of sex, race, ancestry, 
place of origin, colour, ethnic origin, 
citizenship, creed, handicap, age, family 
Status, marital status and record of 
offenses. 


Also the Code specifically prohibits any 
unwelcome sexual advance, including 
remarks or physical contact by co-workers 
or by anyone able to grant or deny a benefit 
such as a supervisor, professor, etc. 
Reprisals against someone who rejects a 
Sexual advance is also prohibited. 


The Canadian Human Rights Act provides 


that an employer can be liable for any act 
committed by an officer, director or 
employee in the workplace and the 
employer must be proactive in preventing 
workplace discrimination and harassment. 
Bonnie Robichaud, a PSAC member, won a 
ten year struggle against the Department of 
National Defence. The Supreme Court of 
Canada ruled that her employer was 
responsible for preventing sexual 
harassment in the workplace. 


This established for the first time in federal 
jurisdiction that the employer must maintain 
a ‘harassment free workplace’. 


The Ontario Human Rights Commission has 
ruled that a ‘poisoned work environment’ is 
harassment that is not directed at any one 
person. Either a supervisor or a co-worker 
can Create a poisoned work environment. 
Intimidation may be created through 
Stereotyped pin-up pictures, graffiti, jokes 
and siurs, even though not directed at any 
specific person. 


Though the behaviour is not directed at 
anyone, a worker’s self-image may be 
affected. For example, if everyone tells 
racist jokes and there’s only a few visible 
minorities in that workplace, it is reasonable 
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to assume that they will be offended. The 
Supreme Court upheld the 1983 ruling of 
sexual harassment against Commodore 
Business Machines Ltd. This ruling 
established that the employer must prevent 
a poisoned work environment as part of 
providing a harassment free workplace. 
This behaviour can never be a ‘condition of 
employment’ and workers do not have to 
put up with it. 


Another variation occurs when one group of 
workers taunts another group of workers, 
for example, racially mixed workplaces. 


Both federal and provincial human rights 
legislation guarantee a right to equal 
treatment and a workplace free from 
harassment. 


THE IMPACT OF HARASSMENT 


Workers who experience harassment may 
be fired or forced to quit. They may suffer 
missed promotions, unwanted transfers, 
social isolation, negative comments in their 
personnel files, demotions, changes in work 
assignments, increase in workloads and 
other workplace reprisals. 


Harassment has become a severe 
occupational hazard for workers, which can 
affect their physical and mental health. 
Many suffer symptoms of stress such as 
ulcers, headaches, nausea, muscle spasms, 
insomnia, hypertension and heart problems, 
brought on by on-going fear, depression 
and anger. Harassed workers’ performance 
may begin to suffer and they may begin to 
avoid work through absenteeism. 


Union stewards need to investigate that 
harassment is not the underlying cause of 
sudden changes in work performance or 
rate of absenteeism. Employees, who have 
been harassed and intimidated, may need 
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SECTION VI -- 43 


emotional support from stewards to gain the 
confidence to file a grievance. 


lf workers do not report harassment, their 
silence can be viewed as compliance rather 
than intimidation. If they complain, the 
harassed worker is often blamed for inviting 
or provoking the harassment, but excuses 
are often found for the harasser. 


However, workers can fight back effectively. 
Everyone should document the incidents 
and confront the harasser in public or in 
writing. This is sometimes effective at 
stopping the behaviour. 


Unions have to recognize that much work is 
needed at the bargaining table, with only 
18% of collective agreements containing 
anti-harassment language. Many workers 
have no other options than to complain to 
the employer, file a human rights complaint, 
criminal charges, and/or a civil suit. 


A claim for compensation for stress due to 
sexual and racial harassment was provided 
for the first time in 1990. The Ontario 
Workers’ Compensation Board awarded 
compensation to a woman who worked at 
Colgate-Palmolive. The woman endured six 
years of harassment from her co-workers 
and her attempts to obtain support from the 
union and management met with no 
success. Her exposure to demeaning, 
racially insulting and sexually provocative 
insults throughout her employment resulted 
directly in severe medical problems. This 
worker has also filed a complaint with the 
Ontario Human Rights Commission which is 
still outstanding. 


As an extension of the reasoning in the 
1890 Gohm vs. Domtar decision, in future 
cases unions may be found equally liable 
with the employer, if union leadership is 
aware that discrimination or harassment is 
occurring and fails to address it. That case 
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involved failure to accommodate religious 
beliefs and both the employer and union 
were found in violation of the Code. 


Ignoring harassment doesn’t make it go 
away. A study by the American Federation 
of State, County and Municipal Employees, 
found that, in three-quarters of the cases 
when sexual harassment was ignored, the 
harassment continued or became worse. 
The only way to end harassment is to 
challenge the harasser’s behaviour. 


HARASSERS 


Why do people harass others? Some 
psychologists, such as Dr. Peter Jaffe a 
psychologist from London, Ontario, have 
identified an ‘authoritarian’ personality who 
is threatened by differences and responds 
aggressively. Feminists believe that 
harassers want to gain power over women 
and that sexual favours are incidental. 
Sometimes harassment can seem to have 
more direct payoff when the harasser and 
friends of the harasser obtain some benefit. 
Our society’s hierarchical structure leads 
each group to attempt to exert power over 
another. 


High unemployment, a widening income gap 
and fewer jobs keep women and minorities 
in undervalued and vulnerable positions in 
the workplace. When combined with 
intolerance of racial diversity and other 
differences, this serves to maintain the 
conditions that perpetuate harassment. 


In the Arbitration Journal, March 1991, 
Professor Aggarwal said that the Supreme 
Court of Canada has stressed that, in 
human rights cases, it is the impact of the 
discrimination on the victim - and not the 
intent of the wrong doer - that matters. 
However, discipline imposed by the 
employer for harassment is grievable. 
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SECTION VI -- 44 


Arbitrators consider factors such as the 
gravity of the misconduct, seniority and 
Previous disciplinary record, whether it was 
an isolated or repeated action, and what the 
employer did about it. 


What about frivolous complaints? Research 
has shown that this kind of a complaint is 
rare. When complaints are frivolous, 
vindicative or malicious, employers do take 
appropriate action. Disciplinary action must 
be for just cause and grievable under the 
terms of the collective agreement. 


Who should take responsibility for 
confronting harassment - the victim or 
society? Dr. Peter Jaffe has recently 
released results of a 1991 study, which 
shows that wife assault is less likely to 
recur when charges are laid by the police, 
rather than by the wife. The responsibility 
for ending violence in all its forms must be 
with society, not with the victim. Employers 
and unions must take a pro-active role in 
ending workplace harassment. 


LABOUR’S DEFINITION 


A consensus has emerged between the 
labour movement, federal and provincial 
human rights commissions, and community 
advocates on the following definitions of 
sexual and racial harassment. It is only 
very recently that all three groups are 
grappling with the issues related to 
personal harassment. 


Sexual Harassment: 


Research has shown that, from an early 
age, males are taught that their role is to be 
an economic provider and to be sexually 
aggressive. Some men believe that women 
don’t mean it when they say "No". These 
attitudes may result in family violence and 
be carried over into the work environment 
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as sexual harassment. This attitude is so 
pervasive that one in four Canadian women 
will be sexually assaulted at some time in 
their lives. One in eight will be battered by 
their spouses, according to a 1991 brief by 
the Canadian Advisory Council on the 
Status of Women. 


Sexual harassment may include: 


5 unwelcome remarks, jokes, 
innuendos, or taunts about a 
person’s body, clothing, or sex; 

. insulting gestures and practical 
jokes of a sexual nature which cause 
awkwardness or embarrassment; 


° displaying pornographic, pin-up 
pictures, graffiti or other offensive 
material; 

° leering (Suggestive staring); 

° refusing to talk to, or work with, an 
employee because of his or her sex; 

° demands for sexual favours; 

° unnecessary physical contact, such 
as touching, patting or pinching; 

° physical assault. 


Sexual harassment has nothing to do with 
affection, flirtation, romance or love affairs, 
when both parties consent freely to the 
relationship. Sexual harassment is about 
power. Harassers use the threats to extort 
Sexual favours and as a way to force 
women out of non-traditional jobs. 


A 1980 U.S. federal government employees’ 
Study by the Merit Systems Protection 
Board, found that 42% of the women and 
15% of the men reported sexual 
harassment. At least 9% left their jobs. The 
study concluded that sexual harassment 
costs the U.S. government $95 million in 
medical bills, sick leave, loss in 
productivity, etc. Sexual harassment was 
highest amongst women trainees (51%). 
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SECTION VI -- 45 


A 1986 Report on Types of Sexual 
Harassment at Companies by the U.S. 
Bureau of National Affairs showed 96% of 
complaints were heterosexual. Most cases 
were men as harassers of women. 


A 1983 Canadian Human Rights 
Commission survey found that 1.2 million 
women in Canada (90%) believe that they 
have been sexually harassed. A 1980 Study 
conducted by the British Columbia 
Federation of Labour and the Vancouver 
Women’s Research Centre indicated that 
90% of respondents were victims of sexual 
harassment. 


Racial harassment may include: 


° unwelcome remarks, jokes, 
innuendos, or taunting about a 
person’s racial or ethnic 
background, colour, place of birth, 
citizenship or ancestry; 


. the displaying of racist pictures, 
graffiti or material; 
° refusing to talk to, or work with, an 


employee because of his or her 
ethnic or racial background; 

° insulting gestures or practical jokes 
based on racial or ethnic grounds 
which cause embarrassment or 
awkwardness; 

° physical assault. 


Racial harassment has been documented 
through human rights complaints, 
grievance/arbitration awards and anecdotes 
at union educationals. However, statistical 
data about harassment in the workplace is 
non-existent. 


In 1985, the Ontario Human Rights 
Commission iost all credibility with human 
rights activists. It was unable to prove that 
repeated racial slurs were in violation of the 
Code. Wei Fu, an OPSEU member and a 
government security guard, was singled out 


Sexual Harassment: Working It Out 


for different and harassing treatment by his 
Supervisor. The decision of the one-person 
board of inquiry was that the use of racial 
jokes and slurs were not a breach of the 
Code. In 1989, the Commission released its 
policy on racial slurs and jokes. This policy 
is educational and a guideline. Since it is 
not part of the Code, the guideline cannot 
be enforced. 


Native women and women of colour are in 
“double jeopardy" as they experience both 
racial and sexual harassment. A recent 
Study by the Ontario Native Women’s 
Association reported that 80% of Aboriginal 
women Surveyed were abused or assaulted. 
However, there are few studies examining 
the incidence of harassment they 
experience in the workplace. 


Labour's definition of personal harassment, 
which is broader than what is presently 
covered by provincial and federal human 
rights codes, includes: 


< unwanted remarks, jokes, innuendos 
or taunting about a person’s 
abilities, political belief, marital and 
family status, religion, record of 
offence, receipt of social assistance, 
sexuai orientation and union 
activities; 

: insulting gestures and practical 
jokes that would cause 
awkwardness and embarrassment; 


° displaying of offensive pictures or 
written material; : 

° refusing to talk to, or work with, an 
employee for the reasons noted 
above; 

. physical assault. 


Personal harassment may be defined as the 
repeated intentional offensive comments or 
actions, deliberately designed to demean an 
individual, cause personal humiliation 
and/or threaten the economic livelihood of 
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that worker. Personal harassment can be 
non-sexist and non-racist. The behaviour is 
directed against a person on the basis of 
disability, marital status, religion, physical 
appearance or sexual orientation. 


There are no studies that clarify how often 
these forms of harassment occur in the 
workplace. However, we can generalize 
from other studies that harassment must be 
occurring. For example, the Disabled 
Women’s Network in a 1990 study found 
that disabled girls are twice as likely as 
able-bodied girls to be sexually assaulted. 
Also, disabled women are more likely than 
able-bodied women to experience violence. 


In Toronto, within a three block radius of 
Church and Wellesley Streets, there were 
208 cases of assault reported over the last 
year to the Gay Assault Hotline. These 
assaults happened when victims were 
accosted on the street because it was 
assumed they were gay or lesbian. As with 
racial harassment, no studies exist on the 
incidence of workplace harassment due to 
Sexual orientation. However, we know, 
through anecdotal information that workers 
are experiencing this type of harassment. 


Now under the Code, sexual orientation is 
the only ground which is not protected 
against harassment. All other grounds are 
protected against discrimination and 
harassment in the workplace. The 
exclusion of sexual orientation is out of 
date and must be changed. 


A recent landmark decision by Ontario 
Court Justice clearly show that the 


Canadian Human Rights Act does not 


comply with the Charter of Rights and 
Freedom. Mr. Justice Joseph McDonaid 


ruled that the Canadian Act violates the 
equality guarantees of the Charter because 
it does not include sexual orientation 


among its prohibited grounds of discrimination. 
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Another form of harassment is "abuse of 
authority". This would include supervisors, 
who use their position and power to 
intimidate or coerce employees for personal 
vendettas. This definition is broader than 
provincial and federal human rights 
legislation, as it includes harassment based 
on other grounds, e.g. personality conflict. 
Another possible ground of harassment and 
discrimination is political belief and union 
activity. This is also not protected against 
harassment or discrimination under the 
provincial or federal human rights 
legislation. 


LABOUR’S RESPONSE 


Employers are legally charged with the 
responsibility for maintaining a harassment 
free workplace. However, as with health 
and safety, we know from long experience 
that unions must take a proactive approach 
to ensure workers’ rights. 


One of the cornerstones to building a 
Strong union is the principle that every 
member has the right to dignity and respect. 
This means being able to work in a 
harassment-free workplace and participating 
in a welcoming union environment. As a 
result of many unions’ experiences, we 
know that an adaptation of the normal 
grievance procedure is the most effective — 
response to harassment. 


Collective bargaining language is a powerful 
mechanism to end harassment. Making this 
mechanism effective will require negotiating 
a separate comprehensive clause that deals 
with both supervisor and co-worker 
harassment. The possibility of a member 
complaining about another member’s 
actions is distasteful and divisive. However, 
unions must take a stand that harassment is 
completely unacceptable behaviour 
regardiess of the perpetrator. Offenders 
must be held accountable for their 
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SECTION VI -- 47 


behaviour. This important component of 
effective harassment language has been 
included in many unions’ Policies for the 
workplace and internal union events such 
as: CAW, CBRT&GW, CUPE, OPSEU, PSAC, 
UFCW and USWA. 


1. 


Recommended anti-harassment 
Provisions for collective agreement 
language include: 


A stated commitment by the 
employer and union to establishing 
and maintaining a harassment-free 
workplace. 

A definition of all types of 
harassment. 

Where possible, proceedings and 
results to be kept in strictest 
confidence. 

The establishment of a joint _ 
union/management committee that 
will meet on paid time with the 
responsibility for training and 
education. 

Investigation process to be handled 
by an agreed neutral third party who 
would have the authority to 
recommend discipline, e.g. ordering 
an apology, counselling, transfer of 
the harasser or dismissal. 

An investigative process to be 
completed within an agreed time 
frame. 

Victim to be offered counselling 
and/or leave with pay during the 
investigation, she/he will not be 
forced to transfer, but have the right 
to transfer on her/his request, and to 
be "made whole” by addressing any 
reprisals that were imposed on 
her/him. ; 

Harasser who has authority over the 
victim to be transferred during 
investigation. 
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Counselling to be provided as part 
of the rehabilitation (e.g. drug and 
alcohol abuse). 

Action for frivolous complaints to be 
based on just cause and will be 
grievabie. 

Education on harassment and 
discrimination at the workplace to be 
the joint responsibility of the union 
and the employer and will be 
provided on employer’s time. 


Clearly, to ensure an effective and 
speedy resolve to harassment, 
unions have to confront it in the 
workplace and also within the union 
itself. To ensure a welcoming 
environment for all our present and 
future members, it is recommended 
that unions: 


Develop written internal anti- 
harassment policies that outline the 
definition, the resolution and 
complaint procedures for union 
events. 

Explain and distribute anti- 
harassment policies at each union 
educational, conference and 
convention. 

Union constitutions should be 
amended to include provisions on 
harassment, similar to no- 
discrimination articles. 


Education of our members plays an 
important role in ending harassment. 
We recommend the following action 
by our affiliates: 


Develop and distribute educational 
material on harassment and 
discrimination. 

Include articles on harassment and 
discrimination in newsletters, 
bulletins and other publications. 


re er ee eee 
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* Sponsor seminars and conferences 
On Confronting harassment and 
discrimination. 

by Include the topic of harassment and 

' discrimination in courses on 
collective bargaining, stewards’ 
training and leadership training. 


i Provide training for union staff on 
harassment and discrimination. 

rs Assist harassment victims in filing 
workers’ compensation claims. 

= Develop a questionnaire to Survey 


the membership on harassment to 
determine the extent of the problem. 
This should be done in conjunction 
with an educational program on the 
issue. 


4. Central labour bodies have an 
important role to play in challenging 
harassment. in the coming year it is 
recommended that the OFL: 


: Develop a guide on challenging 
workplace harassment and explore 
funding for other educational 
materials. 

= Hold a one-day conference for local 
union leadership on Confronting 
Workplace Harassment. 

= Request the CLC to develop a video 
and a weekend course and a six 
hour module for steward and 
leadership training on workplace 
harassment. 

Ss Request the CLC to develop a 
training module on workplace 
harassment for union counselling 


programs. 
GOVERNMENT ACTION 


The collective agreement is an effective tool 
to ensure workplace equality. Equity issues 
are often the last to reach the bargaining 
table and the first dropped. For 
unorganized workers there is no option to 
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developing a harassment policy other than 
what the employer deems appropriate. 
Government action is needed for public 
education and legislative changes to 
combat harassment in our workplaces and 
society. 


The Ontario NDP government has 
committed to a broad public education 
Campaign on violence against women and 
Sexual assault. These measures go beyond 
previous governments and are welcomed by 
the labour movement, the women’s 
community and other community groups. 
There is also a need for an equally pro- 
active public education campaign on assault 
of people with disabilities, racism and gay 
bashing in the province. 


5. Further it is recommended that the 
Federation call on the Ontario 
government: ; 

: to continue its endeavours to end 


wife battering and sexual assault, 
and to launch a broad based public 
education campaign on assault on 
people with disabilities, racism and 
gay bashing. 

re to provide funding for community 
groups to provide counselling and 
advocacy for harassment victims. 


Legislation also plays a key role in 
combatting harassment. Filing 
complaints under the Ontario or 
Canadian Human Rights Legislation 
can take many years. The impact on 
the victim of years of delay causes 
needless hardship and stress. 
Cases that take two to ten years to 
resolve give meaning to the phrase 
‘Justice Delayed is Justice Denied’. 


As this policy paper has frequently 
pointed out, there is little hard data 
in the extent of workplace 
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SECTION VI -- 49 


harassment. Many workers do not 
report harassment because of fear of 
embarrassment, reprisals and 
knowledge of the long delays in 
resolving cases. In order to learn 
more about the extent of 
harassment, we recommend: 


The OFL call on the Ontario Human 
Rights Commission to conduct a 
comprehensive survey of workplace 
harassment and the most effective 
methods of stopping it. This survey 
should be developed after 
consultation and the results made 
public. 


We cannot achieve equity in our 
society on a case by case basis. To 
achieve equality, one of the driving 
forces should be a Code that 
encourages pro-active measures and 
an efficient Human Rights 
Commission. 


The Ontario government is to be 
commended on its recent 
commitment of $6.4 million to speed 
the work of the Ontario Human 
Rights Commission. A 33-member 
team will wipe out the backlog of the 
over 2,500 cases that are more than 
six months old within the next year. 
Also there will be a revamping of 
Staff training and improved 
management practices. 


The government also has committed 
to overhaul the Ontario Human 
Rights Code which would allow the 
Commission to better address 
compiaints. 


The Ontario Federation of Labour 
recognizes that both short and long 
term strategies are needed for 


(v) 


(vi) 
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reform. Accordingly, we 
recommend: 


After consultation, the Ontario 
Human Rights Commission must 
develop more efficient processes of 
resolving compiaints. 

Further that the Commission’s 
boards of inquiries are reflective of 
the community it serves and should 
move away from the Commission’s 
traditional approach of lawyers and 
judges. 


After consultation, the Ontario 
Human Rights Code must be 
reviewed and amended. 
Amendments should : 


add protection from discrimination 
and harassment on the basis o 
political belief; 

add sexual orientation to the 
prohibited grounds of harassment 
Code Section 2(2), 4(2) and 6(1); 
allow class action and third party 
suits; 

give the Ontario Human Rights 
Commission the authority to develop 
regulations with effect in law (e.g. 
racial harassment and drug testing 
guidelines); 

require that administrative tribunals 
(e.g. Workers’ Compensation Board, 
Pay Equity Commission) which 
become aware of human rights 
violations, report them to the Ontario 
Human Rights Commission, and the 
Ontario Human Rights Commission 
to pro-actively begin an 
investigation; 

The Ontario Human Rights 
Commission be required to keep 
Statistics on what happens to all 
complaints, e.g. number of inquiries, 
complaint withdrawn, resolution 


————— 
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between parties or Commission, etc. 


Add stress as a compensable injury 
in Workers’ Compensation Board 
operational policy manual. 


Amend the Employment Standards 
Act and the Ontario Labour 


Relations Act to include anti- 
harassment provisions. 


The Ministry of Labour develop and 
provide ongoing mandatory human 
rights training for arbitrators. 


Federally we recommend that, 
through the CLC, the labour 
movement call for amendments to 


the Canadian Human Rights Act that 
would: 


prohibit discrimination and 
harassment based on sexual 
orientation; 

allow class action and third party 
Suits; 

add protection from discrimination 
and harassment on the basis of 
political belief. 


The Ontario NDP government has 
committed to the introduction of 
another key piece of legislation, 
mandatory employment equity. Anti- 
harassment policies are a crucial 
component to any employment 
equity plan. The legislation will not 
only enable women, visible 
minorities, people with disabilities 
and native people to gain access to 
the workplace, but also develop 
mechanisms to ensure they can 
remain and progress throughout the 
establishment. 


The OFL and its affiliates re-affirm 
our support for mandatory 
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employment equity legislation that 
provides for the right of unions to 
bargain the development, 
implementation and monitoring of 
plans. 


CONCLUSION 


Unions have historically been agents of 
social change. We have been at the 
forefront of struggles for decent working 
conditions, adequate pensions and 
medicare. Some of our struggles for 
change have forced us to discuss issues 
that are personally challenging. Stopping 
harassment before it starts must be a 
priority. We must make harassment totally 
unacceptable in our workplaces, our unions 
and our society. 
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United 
Steelworkers 
of America 


One of the strengths of the United 
Steelworkers is our responsiveness; how we, as 
160,000 concerned Canadians, respond to the 
challenges and crucial issues confronting us. 

At our 1989 National Policy Conference, we 
formulated policies that deal with several of 
these issues in a pragmatic, reasonable, and 
effective manner. Delegates to the National 
Policy Conference adopted policy papers on five 
very important matters. 

— Environment 

— Free Trade 

— Family Responsibility 
— Pensions 

— Racial Harassment 

These policy papers have been reproduced in 
this booklet form for your use, and to help 
spread the message about our Union's 
involvement in areas that affect our union and 
our society. I hope you find them useful. 


In solidarity 


2 NagerOnn 


Gérard Docquier 
National Director, Canada 


batial! ‘111 to wltgueardy od le on 
te, ars ead neovgter ade a arisen eG 
i ol Kibdertee rs. har eed: bert eis] S028! 
2 cy eatalce sat Laie bok » endian 
tte) pS Seyi BIE Can TA 
ic Tinga ir, "% @ inett ol iibay humtalsasrye! 
MCAS wIGat Ay 4b) ere’ aad! 
mar => oy eda rmaerse: Suripete 
G fudeqg “-hrahe gagterr uel) vei! 
sat taoy i) one ey 


* a0) “tt a 
ay 
‘ | ' — 
Ar ste) I tyliaega 
ox f 
ae ces ssf, 
ry , rte Ta au & ay 
oR) HiaSeod sini 
ifoxcts @ ae 1 i rl 
an iolia tei biel orre 
\ raul! ur 7 Z 
m 
shale 
' 
a. ’ 


el a Dt - _ _ 


ee ee ae 
A POLICY TO | 
PROHIBIT AND 
PREVENT SEXUAL 
HARASSMENT IN THE 
WORKPLACE 


A POLICY TO PROHIBIT AND 
PREVENT 

SEXUAL HARASSMENT IN THE 
WORKPLACE 


While the overwhelming majority of the mem- 
bers of the United Steelworkers of America are 
men, the union has long recognized the need to 
eradicate sexual harassment. Not enough has 
been done in the workplace. This Policy is a 
major step forward on behalf of women and men 
in our union. It is a responsible approach to a 
difficult problem and commits the union to han- 
dle complaints confidentially and to seek resolu- 
tions by mediation. It also reaffirms our commit- 
ment to defend all our members from employer 
unjust discipline or discharge. The union be- 
lieves that this Policy will serve as a model for 
other unions and will be welcomed by 
employers. 

Grievances arising from a sexual harassment 
complaint will not be treated any differently 
from grievances arising from any other work- 
place event. The Steelworkers union is commit- 
ted to incorporating the essential elements of 
this new Policy into collective agreements, there- 
by making the collective agreement and the 
grievance procedure our enforcement mechan- 
ism. Our local unions will no longer permit the 
fear and intimidation experienced by the victim 
of sexual harassment to be resolved by resorting 
to management and asking management to apply 
discipline. Too often management turns its back 
on the victim of sexual harassment or makes the 
victim feel as if s/he should never have com- 
plained in the first place. 

An essential element of this Policy is the desig- 
nation of union officials in each of the union’s 
Districts in Canada as Sexual Harassment Com- 
plaints Counsellors (SHCC). Ideally, these would 
be unrelated to the daily affairs of any local un- 
ion. Complainants and respondents will be as- 
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DEFINITION OF SEXUAL 
HARASSMENT 


This Policy adopts the definition of sexual 
harassment recommended by the York University 
Presidential Advisory Committee On Sexual 
Harassment, published in May, 1982, as follows: 
“Sexual Harassment is (1) unwanted sexual 
attention of a persistent or abusive nature, 
made by a person who knows or ought 
reasonably to know that such attention is 
unwanted; or (2) implied or expressed 
promise of reward for complying with a 
sexually oriented request; or (3) implied or 
expressed threat or reprisal, in the form 
either of actual reprisal or the denial of 
opportunity, for refusal to comply with a 
sexually oriented request; or (4) sexually 
oriented remarks and behaviour which may 
reasonably be perceived to create a nega- 
tive psychological and emotional environ- 
ment for work and study.” 
This is the definition of sexual harassment which 
the union will negotiate into collective agree- 
ments. Sexual harassment in the work place in- 
volves two distinct kinds of sexual harassment, 
namely worker/worker sexual harassment and su- 
pervisor/worker sexual harassment. Dealing with 
these circumstances forms the pro-active foun- 
dation of this Policy. 


PROCEDURES 


Throughout this paper, the word “complainant” 
refers to the person who complains and the 
word “respondent” refers to the person who is 
accused of sexual harassment. 


C1 Pepiey ete” 
tito rit iad wy Ad: (eon Nave: 
het RO aunuscing’? bie (HA, Lae 
aseloh ox RAW ah dla posto 
ratte Salbecwe (Te gotenh tal a oe 
word Uw, Ye ns bh a © 
ings, to owed il Poked a lia | 
iy ta a ¥ wnat? Weedon a ah 
So seri ty 20. ‘edidad (hk) co Eau ng: i 
> BRGr, we Cee Ie, va nwigy 10. eb Lavetee 
> ORG (E) 22 taupe: Foti il) pee 
wit 16h J ecver ri’ Semel? <teqng tt 
os ata) od sh LecMipes eee to ahd 
a Nie Signe it fee goes to Hoan 
gus (2° wo inna edt | ahinaeonaay Le “enc 
ent She pchony, acd im rdisewe, Seis bs 
gle 8 MRE GS! Koved And: ea aaa 
Thuy see ickoe: bin, Telnet gee 
tea Ot aces to tan ay 
LAE Tere e a Ledeen atte igi g? ig! 
“oi iow» va Spi ity Cit) OO ee ‘caer Aa a] 
<i e hq, shader ‘weal, tithes eres lee ths val) 
Sreutee ek Leite 10 abe PARES OW) arlene 
fa bes ane mus Li tar aie ema Psy 
lw ecilemt a Ps ot us Case NINE aN 
cia} wr ioaecr 


? NOL _ « re Seis 5 ain 4! ps %; 


Cis and hy peed 


BOTS, MRT chan REIN as ih rea a yams cy 


ge ery 
rc Cian oe ] } 
pe mt ae - ee ee ee © OP eo 
TH/Lipiont sk eit? e etsty i [ Loris 
. ‘ 4 VW) COT oi. + 1 be 
r ihe ri é riay 21 IO ; 
“ wi ih Hal i 
= * 
7] 
‘ ' i wt 


ie a7 » 


(a) WORKER/WORKER SEXUAL 
HARASSMENT 


Our Policy dealing with worker/worker sexual 
harassment complaints is based upon a desire to 
mediate resolutions between co-workers in an 
amicable and non-adversarial manner. Because 
the workers involved are both members of our 
union, emphasis will be placed on resolving the 
complaint without the intervention of the employ- 
ex, government agencies or the courts. It is only 
where mediation fails that collective agreement 
provisions dealing with conflict resolution may 
be triggered. 

Henceforth the United Steelworkers of America 
and all our local unions in Canada will assist 
the victims of sexual harassment while at the 
same time assuring respondents that their local 
union will vigorously defend them where the lo- 
cal union has determined that they have been 
unjustly disciplined by their employer. 

It is important that the complainant document 
the time, date and detailed information regard- 
ing the nature of the incident. Also, the com- 
plainant should inform the respondent that 
his/her behaviour or words are unwelcome and 
contrary to governing (provincial or federal) hu- 
man rights legislation and the new collective 
agreement provisions, where applicable. The 
complainant should also ask the respondent to 
cease the offensive behaviour or words. Where 
this has had little impact on the alleged harass- 
ers behaviour or words, it is appropriate for the 
complainant to make use of the remedial proce- 
dures set in place by this Policy. 

Where an employee in a bargaining unit 
represented by the Steelworkers believes that 
s/he is experiencing contimied sexual harass- 
ment, s/he will be able to contact the SHCC. 
All discussions between the complainant and 
the SHCC will be held in the strictest confi- 
dence. Only with the complainant's agreement 
will the SHCC take any further action. 

The SHCC may commmnicate directly with the 
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respondent to advise the respondent of the com- 
plaint and to offer to mediate. This mediation 
might result in an apology or a written “without . 
prejudice” agreement between the complainant 
and the respondent setting out terms of settle- 
ment and a promise that the offending be- 
haviour will not recur. The vast majority of com- 
plaints will be resolved in this way and without 
any further intervention. 

Where the SHCC has not been able to mediate 
a settlement and/or where there are further inci- 
dents after the contact between the SHCC and 
the respondent, the SHCC will advise the 
respondent in writing, with the complainant's 
consent, that the complainant may file a com- 
plaint with the human rights tribunal in the ap- 
propriate jurisdiction. This measure is designed 
to urge the respondent to participate in the un- 
ion’s mediation process. Carriage of the com- 
plaint before a human rights tribunal will be the 
responsibility of the complainant. The union be- 
lieves that a human rights tribunal has its own 
procedures for dealing with complaints and its 
own inquiry and mediation process. 

In the event that the respondent still does not 
respond to mediation or no settlement is possible 
and/or incidents of sexual harassment continue, 
the SHCC shall assist the complainant in the 
preparation of a letter to the employer. Once 
this letter is forwarded to the employer, the 
negotiated new collective agreement provisions 
will be set in operation thereby involving the 
employer. While the obligation to maintain a 
sexual harassment-free environment rests upon 
the employer, the Steelworkers union recognizes 
its obligation to try to resolve worker/worker dis- 
putes without putting any worker in a vulnerable 
position vis-a-vis the employer. If discipline of a 
worker is ever justified, persistent sexual harass- 
ment of a worker by a fellow worker must be 
regarded by the union as a circumstance which 
justifies the imposition of some discipline. 

The complainant's letter to the employer will be 
treated confidentially. In accordance with the 
new collective agreement language, the letter 
will be referred by the employer to a Sexual 
Harassment Investigator (SHI) who will inves- 
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tigate the complaint on the employer's behalf 
and will make a non-binding recommendation to 
the employer within three weeks of the employ- 
er’s receipt of the complainant's letter. This 
recommendation will propose what action, if 
any, the employer should take in view of the SHI 
report. The SHI report will be available to the 
complainant and to the local union. 

The SHI must be a person with skill in media- 
tion and sensitivity towards human rights and 
civil rights issues. The SHI must not be related 
to the union or the company in any way. The 
expenses of the investigation carried out by the 
SHI will be borne by the employer. 

In the event that the SHI investigation report to 
the employer leads to any discipline or action 
which becomes the subject of a grievance by 
any employee in the bargaining unit including 
the respondent, the local union will consider, 
evaluate and determine whether to proceed with 
the grievance through all the steps of the 
grievance procedure and to arbitration or 
whether to endeavour to settle or withdraw the 
grievance. The grievance will be handled just 
like any other grievance in accordance with the 
collective agreement and the practices of the lo- 
cal union. 

New collective agreement provisions should pro- 
vide that neither the SHCC nor the SHI will be 
a compellable witness at arbitration. If the mat- 
ter is a grievance alleging improper or unjust 
discipline, it is likely that the complainant will 
be asked to give evidence and that the union 
may decide to put the respondent on the 
witness stand to answer the allegation. As is the 
case in any discipline arbitration proceeding, 
the arbitrator will not only determine whether 
the grievance is sustained, but will also deter- 
mine whether the penalty for the alleged con- 
duct is appropriate in the circumstances. New 
collective agreement language will expressly 
provide that the parties agree that the arbitrator 
has the power to direct the grievor be trans- 
ferred away from the place of work of the com- 
plainant in order to avoid further contact be- 
tween the complainant and the respondent. 

In determining whether or not to proceed to ar- 
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bitration and in order to assure the grievor of an 
independent and fair evaluation of the 
grievance, the local union will not be aided by 
the SHCC. The union will be able to evaluate 
the report of the SHI and will be required to 
obtain information directly from the grievor, wit- 
nesses, the complainant and others just as in 
any discipline/discharge grievance. 

The Steelworkers union is committed to resolving 
complaints amicably. Where this is impossible, 
the commitment extends to protecting the in- 
terests of the sexually harassed employee while 
maintaining procedural fairness in the interests 
of any alleged harassor. The union believes that 
our procedures will result in the amicable reso- 
lution of the vast majority of complaints without 
involving the SHI or any grievance process. 


(b) SUPERVISOR 
(COMPANY )/WORKER 
HARASSMENT 


Where an employee in the bargaining unit be- 
lieves that s/he has been the victim of sexual 
harassment and the perpetrator of this sexual 
harassment is a supervisor or foreman or the 
company itself, the complainant will be able to 
raise this matter confidentially with the SHCC 
who will meet with the complainant and ascer- 
tain the nature of the complaint. Thereafter, and 
with the complainant's consent, the SHCC may 
communicate confidentially with the employer to 
determine whether the matter can be resolved. 
In the event no resolution is possible, the SHCC 
may advise the local union of these develop- 
ments and a grievance will be filed by the com- 
plainant alleging that the employer is in breach 
of a new clause in the collective agreement ob- 
ligating the company to maintain a working en- 
vironment which is free from’sexual harassment. 
Upon the filing of such a grievance, the local 
union, after consulting with the SHCC will de- 
termine during the grievance procedure whether 
or not to process the grievance to arbitration. In 
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the event the grievance proceeds to arbitration, 
the complainant will be required to give evi- 
dence of the sexual harassment. The SHCC or a 
designate may be requested by the local union's 
servicing staff representative to present the case 
at arbitration if there is any precedential impact 
of such arbitration decision. 

If the grievance is not resolved through the 
grievance procedure and an arbitrator allows 
the grievance, the arbitrator will be entitled to 
afford a remedy for the grievance in accordance 
with new collective agreement provisions em- 
powering the arbitrator to direct that the grievor 
not be required to work in proximity to any sv- 
pervisor or foreman found to have engaged in 
any sexual harassment conduct resulting in the 
displacement of the supervisor to another shift 
or work area and not the grievor. New language 
with respect to compensation for the grievor will 
also be included in the collective agreement. 


TRANSITION 


It is difficult to bargain new language into col- 
lective agreements. To a large extent, the union's 
success in achieving and implementing this 
Policy depends on the willingness of each of 
our members - especially local union leadership 
and Human Rights Committees - to lobby their 
fellow workers. In this way employers will come 
to realize that these issues are important and 
that their employees - our members - ‘intend to 
seize the opportunity to humanize social rela- 
tions in the workplace. We will succeed with 
some companies. We may fail with others. But 
we will not stop trying. 


ae A Raho TK ERTS 
FREEDOM FROM DISCRIMINATION 


Apart from all of the other social aspects of the 
Policy we reaffirm our commitment to negotiate 
into every collective agreement in Ontario, but 

not in the rest of Canada a freedom from 
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discrimination clause which will provide every 
employee with the right to equal treatment by 
the company. With respect to all aspects of the 
exercise of managerial authority by the company 
this equal treatment shall be without discrimina- 
tion because of race, ancestry, place of origin, 
colour, ethnic origin, citizenship, creed, 
religion, political affiliation, sex, record of 
criminal offences, age, marital status, family sta- 
tus, handicap, sexual preference, and member- 
ship or office in the union. 


TE ALI OAL 
EDUCATION 


An integral part of this Policy is the educational 
component at the local union level with the ac- 
tive participation of the local union's Human 
Rights Committee. Weekend seminars, literature 
and local union programming, designed to 
heighten awareness about tolerance and equality 
in a multicultural society and workplace, will be 
encouraged by the SHCC. Stewards’ training 
courses will be expanded to include a compo- 
nent which focuses on this Policy and on 
promoting respect between men and women in 
the workplace. Information brochures will be 
circulated amongst the membership advising of 
the Policy and explaining how to make use of it. 
Our Policy to prohibit sexual harassment in the 
workplace puts employers on notice that they 
must not promote discord amongst workers 
based upon gender or on any other ground. 
The Policy sets standards for the proposition that 
the Steelworkers recognizes real problems and 
will deal with them in a creative, fair and 
thoughtful way. 

We seek nothing more than mutual respect be- 
tween human beings. That is the basis of human 
equality and the foundation of trade unionism. 


June 1989 
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FREEDOM FROM 
SEXUAL HARASSMENT IN THE 
WORKPLACE 


1.1 The company shall maintain a working en- 
vironment which is free from sexual 
harassment. 

1.2 In the event the arbitrator concludes that 
Section 1.1 has been breached by the com- 
pany, the arbitrator may direct that the ag- 
grieved employee (the complainant) not be 
required to contimie to work in proximity to 
any supervisor, foreman or bargaining unit 
employee (the respondent, as the case may 
be) found to have engaged in any sexual 
harassment conduct and that such person be 
reassigned to another location or time of 
work and the arbitrator may direct that the 
company pay the complainant compensation 
for all losses flowing from and reasonably 
connected to the sexual harassment conduct 
complained of. 

1.3 For the purposes of this clause, sexual 
harassment means: 

(1) unwanted sexual attention of a persistent 
or abusive nature, made by a person 
who knows or ought reasonably to know 
that such attention is unwanted; or 

(2) implied or expressed promise of reward 
for complying with a sexually oriented 
request; or 

(3) implied or expressed threat or reprisal, 
in the form either of actual reprisal or 
the denial of opportunity, for refusal to 
comply with a sexually oriented request; 
or 

(4) sexually oriented remarks and behaviour 
which may reasonably be perceived to 
create a negative psychological and 
emotional environment for work and 
study. 

1.4 Upon receipt of a letter from a bargaining 
unit employee (the complainant) complain- 
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1.6 


ing of any incident of sexual harassment 
conduct involving another bargaining unit 
employee (the respondent) and where the 
letter includes the signature of the union's 
Sexual Harassment Complaints Counsellor 
(hereinafter the “SHCC’), a person designat- 
ed by the union to implement the union's 
policy against sexual harassment in the 
workplace, the company shall forthwith refer 
the letter to a Sexual Harassment Investiga- ~ 
tor (hereinafter the “SHI”) who shall be 
directed to make a non- binding recommen- 
dation to the company within three weeks of 
the company’s receipt of the aforesaid letter. 
The letter fom the bargaining unit em- 
ployee referred to in 1.4 shall be treated 
confidentially by the company. 

The expenses of the SHI shall be borne by 
the comapny. The SHI shall be ; 


, OF 


1.7 The report of the SHI shall be delivered to 
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the company, the union, the SHCC, the 
complainant and the respondent. 

Neither the SHI nor the SHCC shall be a 
compellable witness at any arbitration 
proceeding between the company and the 
union and the parties agree not to seek to 
have either give evidence at any arbitration 
hearing between the parties. 
In any arbitration case arising in the context 
of any discipline imposed for alleged sexual 
harassment conduct involving another bar- 
gaining unit employee (the respondent), the 
arbitrator is hereby expressly empowered to 
direct that the respondent be transferred 
away from the place of work or time of work 
of the person found to have been sexually 
harassed by the respondent and such trans- 
fer shall be designed to only affect the 
respondent insofar as that is possible and 
where there is any detriment to be suffered 
respecting job classification, seniority, 
wages, etc., in order to achieve an effect 
only upon the respondent, such detriment 
shall fall upon the respondent and not other 
bargaining unit employees. The arbitrator 
may direct a transfer of the respondent 
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without regard to the respondent's seniority. 


a A a 
FREEDOM FROM 
DISCRIMINATION 


1.1 Every employee has the right to equal treat- 
ment by the company with respect to all 
aspects of the exercise of managerial 
authority by the company, which equal teat- 
ment shall be without discrimination be- 
cause of race, ancestry, place of origin, 
colour, ethnic origin, citizenship, creed, 
religion, political affiliation, sex, record of 
criminal offences, age, marital status, family 
status, handicap, sexual preference, and 
membership or office in the union. 
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CONFRONTING 
HARASSMENT 


IN THE WORKPLACE 


CAWSETCA — 
CANADA 


Harassment in the workplace is cruel, 
destructive behaviour that is not only damaging 
to the affected individuals, but which, in the case 
of co-worker harassment, can also eat away at 
the very foundation of our union. 


Union solidarity is based on the principle 
that we are all brothers and sisters, that we are 
equal. Harassment erodes that principle because 
it assumes that some union members are inferior. 


The struggle against harassment is such an 
important and pressing issue, that the leadership 
of the CAW, in the first major statement of the 
National Executive Board, passed a policy on 
harassment in the workplace in June, 1988. _ 


One key point in this policy is made very 
clearly: harassment is anti-union behaviour, 
and it will not be tolerated within the CAW. 
CAW members have the right to work in an 
environment free of harassment. 
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The CAW policy covers harassment on a 
number of grounds including disability, sex, 
sexual orientation, race and religion. 


The role of the local union leadership is 
crucial to make this policy work. However 
it is also up to the membership to challenge 
harassment when it occurs. Stopping harassment 
is the responsibility of all our members and 
leadership in every plant and office where the 
CAW represents workers. 


By respecting our brothers and sisters and 
confronting harassment in the workplace, we 
can build a stronger and more effective union. 


In solidarity, 


Bob Nickerson 
CAW National Secretary- Treasurer 
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“There d be a picture, you 
know, these cartoons, a picture 
of the perfect woman and 
there d be boobs and legs. I’m 
the only woman that works in 
that area and they put it right 
where Id see it. So all the guys 
would be down the line looking 
at me. ‘Well, let’s see what 
reaction she’s going to have 

to that.’ So you just throw it 
away. You just goand do 
your job. *? 


Theresa 
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WHAT IS 
HARASSMENT? 


Harassment is not a joke. It is cruel and 
destructive behaviour against others that can 
have devastating effects. Harassment by 
co-workers in particular is contrary to our 
basic union principles of solidarity and equality. 


It is an expression of perceived power and 
superiority by the harasser(s) over another 
person, uSually for reasons over which the 
victim has little or no control: sex, race, creed, 
colour, marital status, sexual orientation, 
disability, political or religious affiliation, 

or place of national origin. 


Harassment on any of these grounds can 
be made the basis of a complaint to most 
provincial and federal human rights 
commissions. 


Harassment can be defined as any unwelcome 
action by any person(s), in particular by 
management or a co-worker, whether verbal 
or physical, on a single or repeated basis, 
which humiliates, insults or degrades. 


“Unwelcome” or “unwanted” in this context 
means any actions which the harasser knows 
or ought reasonably to know are not desired 
by the victim of the harassment. 


“At first when I walked in 
the plant and they yelled 
things and whistled. I just 
went red. I didnt know 
which way to look. I would 
go past to where [knew I'd 
be more safe and wouldnt 
draw attention to myself for 
that reason. Oh I hated it. 

T hated it. ?? 


Karen 
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“I was on probation. I didn't 
have my 90 davs. and you 
dont do anything wrong 
before vou get vour 90 days. 
This one day. I went over 

to talk to my foreman, to ask 
him for something, and as 

I was standing there, this 
other foreman goes like this 
and grabbed me. Oh I was so 
embarassed. so humiliated, 
I didn't know what to do. 

I wouldnt dare tell 
anvbody.” 


Debbie 


Sexual harassment 

is any unwanted attention of a Sexual 
nature such as remarks about appearance 
or personal life, offensive written or visual 
actions like graffiti or degrading pictures, 
physical contact of any kind, or sexual 
demands. 


Men as well as women can be victims of 
sexual harassment. However in the over- 
whelming number of instances, it is women 
who are sexually harassed by men. 


Most often, the harasser is in a position 
of authority over the victim, such as a 
supervisor. While the harasser may wield 
some economic clout over the victim, 
with the backing of the union, this can 

be resolved. 
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The toughest harassment situation occurs “(A foreman was staring at a 


when the harasser and the victim are guy, so the guy turned and 
co-workers. Even when both the harasser asked him, : “Do you have 
and the victim are CAW members, the union — @problem?" He said: 
has an obligation to deal with the situation. Yes. Your black face: 
Ignoring harassment penalizes the victim Bashir 


and undermines union solidarity. 


Racial harassment 

is any action, whether verbal or physical that 
expresses or promotes racial hatred in the 
workplace such as racial slurs, written or 
visually offensive actions, jokes or other 
unwanted comments or acts. 


Workers did not create racism. The roots of 
racism go back deep in the history of our 
society. Racism has served employers well 

as a justification for exploiting certain groups 
of workers more than others, and generally 
dividing workers and their organizations. 
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WRY IS HARASSMENT 
A UNION ISSUE? 


By pitting certain groups of workers, such as 
women or ethnic minorities, against others, 
harassment creates a climate of intolerance and 
division among the membership. By eroding our 
unity and strength, it can weaken our effective- 
ness at the bargaining table or on a picket line. 


It is the responsibility of management to ensure 
that the workplace is free of harassment. But 
just leaving the issue up to management is not 
good enough. 


Our goal as a union must be to help create a 
workplace environment free of harassment. 
That means not only dealing with complaints 
when they arise, but also watching for instances 
of harassment and confronting the source. 


“In one article in our newspaper. I said that human rights 
should not divide our union. They put a picture of you in the 
paper. Thev took the picture and they cut it out of the paper. 
and they screwed it into the wall in an area in the foundn. 
Thev put a bullet hole through the middle of the head, and 
they wrote K.K.K. on it.” 


Leroy 
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HOW DOES THE 
CAW HARASSMENT 
POLICY WORK? 


The role of the local union is crucial “You know, vou re angry and 
in combatting harassment in the vou re frustrated. and vou just 
workplace. The local leadership plays want it 0 stop and vou want 
a key role in providing support for them to really feel what you re 
victims of harassment and assisting feeling and the hurt and the 
them in resolving incidents = anger thar vou jeer 


without delay. Louise 


The experience of harassment can be 
overwhelming for the victim. People 
often react with shock, humiliation 
and intense anger. Harassment 
victims may not feel comfortable 
going through the normal channels 
for resolving such a problem. 


That is why under the CAW policy, 
harassment victims can report an 
incident and initiate a complaint 
with any one of a number of local 
union elected people. 
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lf a worker believes that 
he or she is being harassed at work 
and wants help, the steps 
are as follows: 


> the harassment victim can approach 
any local union elected person or official, 
including members of the women’s 
committee, human rights committee 
and affirmative action committee; 


> the incident must be brought to the 
immediate attention of the unit chair- 
person and the local union president 
by the victim(s) or whoever they have 
chosen to assist them; 


> the local union president and the 
unit chairperson must contact the 
CAW national representative, and If 
necessary, meet with a senior company 
representative(s) to investigate ; 


> within 10 working days of notifying the 
unit chairperson and the local union 


or OF Higuend sd toyan SION OFF at 
“MSHI Ty OFT RO ORNS e-Otr baer res} 
INO Nol Robie One Anareg 
OVES yer) Weesoriw to a) Atay ort yet 
Tat! jeites ot NOLO 

of7 On8 TnSbipg AUN dco BY < 

Ot? Fasjiieny sam ea ets tiny 

Vite SV Gress lenoiten Was 

vil HIG Shine G& (TER As bes eke RRL PAG Mote 

 WEieevni Of (aa: ‘BINGE qS> 

SRT RAUV Ion. ts ayeh pritheoay Oi nittiw < 
ROUAS (Bool at pi: CZ aowisns tiny 


hi 


president, the issue must be resolved, 
and the resolution of a harassment 
complaint must reflect the serious 
nature of such acts; 


confidentiality must be respected 
throughout the process: 


the national representative must 
notify the CAW national office about 
the complaint and its resolution. 


This policy encourages all of us as 
union members to challenge 
harassment whenever it occurs. We 
must ensure that harassment does 
not threaten the dignity of our 
brothers and sisters. 


CI a5: | 
RATING) 


erty avitetr Se aygan ienakien ey < 
rods @Oithe hin asi WAQ ont iron 
otuloes ait big tial nG.saas 


26 2u tolis s See TUAINS Pied. 2iri T 
ORS ist et ftadmen sein: 

WW .2NQ004 16 babii WINES Gr! 
CMT i Teti2ae tert fan Paar Feu! 
1080 Cinib SAT Halse tos 
-1st2le DOE fiartion 


WHAT ABOUT 
THE HUMAN RIGHTS 
COMMISSION? 


Nothing in the CAW harassment 
policy prevents a member from 
filing a complaint with the Human 
Rights Commission. However 

the complaints process at the 
Commission is so lengthy and slow 
that it could take months to get 

a resolution. Io be considered, 
aclaim must be filed with most 
Human Rights Commissions within 
six months of the incident. 


“We do not enjoy sexual harassment. If men 
see it happening to another woman, they should 
come to her aid because sometimes it takes 
another man to point out to these guys that 
they re doing this.” 


Yvonne 
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OTHER 
RESOURCES 


> These pamphlets are available in quantities 
from the CAW national office. 


> The CAW has produced a video on harassment 
entitled: “Call Me Sister, Call Me Brother” 


> Posters with the CAW Harassment Policy are 
available at the CAW national office. 


> The CAW offers extensive training in human 
rights by specially-trained CAW instructors. 
Any local union can set up a course through 
the CAW education department. This program 
is designed for both local union membership 
and leadership. 


“Racial harassment tears down-it breaks the 
union apart. It splits the union. The only wav £0 
stay united is to get along. And if vou happen to 
be in the majority, to get along, we have to help 
the minority.” 


Peter 


2sitiingunm oldélisy 
® » ' OF 


inernegs e164 no cAbiv bo uaa | 
“Tero SV TES wetele ae 


16 VO iemerars HV/AO orl! oils a 
ONT ee San WARY och fs oldclieve 


noc Se NiG tk Svignetve es ato WAD BAT 
Ri riehi WA bs sem Viigioege vel 2ASh | 
TEMS ANTS sees MUTT Sou ite 
AOaing 2) instead a sy 2th VWAK om 


sr 


SOM HONE ESOL Aho bis Sia: Hi 
Gite 189 bee 


a a ie tee) i en 


C4) ows Sty ianewipeata aise 


ee THO ea Reb = iW NoVA 


q 
MGOP iG UP RN Leite reat tas ay are 
et. } “wT = T3351 at ry} i] TVOASIT ahi rm} a) 
\ i 
aS, 
4 
-< 
7 
ée 7 
a“ ; 
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OFL HARASSMENT POLICY 


The Ontario Federation of Labour wants to provide a harassment free environment at all 
Federation activities. 


Mutual respect must be the basis of interaction among trade unionists in addition to co- 
operation and understanding. The OFL will neither tolerate nor condone behaviour that 
is likely to undermine the dignity or self-esteem of an individual, or create an intimidating, 
hostile or offensive environment. 


Harassment is not a joke. It creates feelings of uneasiness, humiliation and discomfort. 
it is an expression of perceived power and superiority by the harasser(s) over another 
person, usually for reasons over which the victim has little or no control: sex, race, age, 
creed, colour, marital status, sexual preference, disability, political or religious affiliation, 
or place of national origin. 


Harassment can be defined as any unwelcome action by any person, whether verbal or 
physical, on a single or repeated basis, which humiliates, insults or degrades. 


‘Unwelcome’ or “unwanted” in this context means any action which the harasser knows 
or ought reasonably to know is not desired by the victim of the harassment. 


Prohibited grounds under the Ontario Human Rights Code include: race, sex, age, 
marital status, sexual orientation, and disability. 


For the purpose of this policy, racial and sexual harassment is defined as follows: , 


7. Racial Harassment 


Unwanted comments, racist statements, Slurs, jokes, racist graffiti and literature 
including articles, pictures and posters. 


2. Sexual Harassment 
Any unwanted attention of a sexual nature such as remarks about appearance or 


personal life, offensive written or visual actions like graffiti or degrading pictures, 
physical contact of any kind, or sexual demands. 
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There are two principles which are fundamental to the trade union movement) human 
rights and solidarity. Harassment strikes at the heart of both. As trade unionists we must 
work to protect rights, not take them away. 


Trade union principles prohibit us from infringing on the human rights of others, and 
oblige us to stand with them to protect rights when others attack them. 


The Federation considers harassment of any kind a serious offence. Complaints of 
harassment at activities of the Federation will be investigated. A substantiated complaint 
will result in the removal of the harasser from the event. A letter outlining the reasons for 
the removal will also be sent to the appropriate affiliate. 


RESOLUTION AND COMPLAINT PROCEDURE 


A person who believes that he or she is a victim of sexual or racial harassment should 
take immediate remedial action. 


Make it clear that you do not welcome the attention or offensive behaviour, either on your 
own (verbally or in writing), or via a third party. Warn him or her that if the behaviour 
continues you will pursue the matter. (It may be that the individual is unaware that the 
behaviour is offensive). | 


lf the inappropriate behaviour persists, approach one of the designated representatives 
and ask him or her to act on your behaflf. 


The designated representative (with or without the complainant present) will advise the 
OFL Director of Human Rights/ Race Relations of the problem. 


The Director of Human Rights/ Race Relations (or her designate) will separately interview 
the complainant and the alleged harasser (and witnesses if there are any). If the problem 
cannot be resolved informally, the complainant will be asked to put the complaint in 
writing. 


The written complaint will then be submitted to a meeting of the Director of Human 
Rights/Race Relations and the OFL Officer in charge of Human Rights who will evaluate 
and investigate the complaint. If it is determined that the respondent's conduct has fallen 
within the definition of sexual or racial harassment, appropriate disciplinary action will be 
taken which includes, but is not limited to, an apology, reprimand and expulsion. The 
principal officers of affiliated unions to which the parties are members shall be advised 
of all particulars. 
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Public Service Alliance of Canada 


The Public Service Alliance of Canada believes 
that every individual has the right to dignity and respect 
both within the union and in the workplace. Therefore, the 
PSAC strongly emphasizes any behaviour which falls within 
the Personal/Sexual Harassment definitions stated below is 


totally unacceptable and intolerable regardless of the per- 
petrator. : 


“Personal Harassment” ig any behaviour by 
@oy person that is directed at and is 
offensive to an individual or endangers an 
individual's job, undermines the perfornm- 
ance of that job or threatens the economic 
Livelihood of the individual. 


“Sexual Harassment” is comprised of offen- 
sive sexual comments, gestures or physical 
contact that may be deemed objectionable 
or offensive, either on 4a one-time basis 
or ia a continuous series of incidents, 


however wmizor. Sexual Harassment is 
behaviour of a sexual nature that is 
deliberate aad unsolicited. Sexual 


harassment is coercive and one-sided and 
both males and females can be victims of 
ace 


"Sexual Harassment” includes, but is aot 
limited to the following: 


Unnecessary physical coatact such as 
touching and patting; 
Suggestive remarks and other verbal abuse 
or threats; 
Leering at ae person's body; 
Demand for sexual favours; 
Compromising invitations; 
Unwelcome remarks, jokes, inauendos or 
taunting; 
Displaying of pornographic or other 
derogatory pictures; 
Condescension or paternalism which 
undermines self-respect; 
Physical assault. 
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AS an on-going campaign to Support this policy, 
the PSAC will ensure, wherever feasible, that education 
courses and/or seminars contain references to this policy as 
well as available information on harassment. The PSAC will 
attempt to achieve clauses in all collective agreements 
outlining the Employer's responsibility to maintain a 
harassment-free environment and the referral of harassment 
grievances to the final level only. 


The following guidelines are provided to assist 
all concerned when a complaint of Personal/Sexual Harassment 
is received. The guidelines are built upon the principles 
of confidentiality, expediency, fair and due process for 
both the complainant and respondent. 


Because of the sensitive nature of this problem, 
all avenues of assistance should be open to a member who is 
being harassed. Because it can be a complex situation which 
Local Stewards and Officers may have difficulty approaching, 
they should immediately contact or liaise with a person 
designated by the Component. The following steps, however, 
would be the basic steps that a Steward would normally 
follow. 


ive When a complaint is received from an individual, 
the Local Steward/Officer must record the de- 
tails of the complaint and conduct a thorough 
investigation to obtain any available 
information concerning the complaint. All 
information must be treated ona confidential 
basis, except to the extent that is necessary to 
complete the investigation. 


Ze After completion of the investigation (within a 
reasonable period of time which will normally be 
within the twenty-five (25) day grievance time 
limit), the Local Steward/Officer must record 
the results of the investigation and should 
attempt to obtain the signature of individuals 
concerned on their portion of the fact sheet 
only. ; 


3% Unless the member's (the complainant) case is 
acknowledged by the alleged harasser (the 
respondent), the Local Steward/Officer should 
have the matter reviewed by the Local Executive 
or Local Committee designated for this function. 


aa Where there is evidence that harassment has 


occurred or may have occurred, the Local 
Steward/Officer must provide assistance and 
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representation to the complainant. Where a com- 
plaint cannot -be substantiated, the Local 
Steward/Officer must inform the complainant 
accordingly with reasons for the recommendation 
not to proceed with the complaint. 


Where the Local Steward/Officer has not 
recommended that the complaint be proceeded with 
and the complainant believes he/she has a_ valid 
complaint, he/she may refer the matter to the 
appropriate Component Officer or Component 
National President for review. ue) these 
Situations, the appropriate officers concerned 
will action the matter as quickly as is 
practical and advise the complainant of the 
action to be taken. 


Should it be decided to proceed with a com- 
plaint, the complainant should be advised of the 
various options. available, such as: the cCol- 
lective Agreement Grievance Procedure, the. 
Departmental | Complaint Procedure and the 
Anti-Discrimination Directorate of the Public 
Service Commission Complaint Procedure where 
applicable, or the Human Rights Commission 
Complaint Procedure. The Public Service 
Alliance of Canada recommends the Collective 
Agreement Grievance Procedure, however, unless 
it is an on-going occurrence, time limits may 
require use of another procedure. 


Where a complaint is upheld and the respondent 
receives a disciplinary penalty, at the request 
of the respondent, the PSAC will review the 
disciplinary penalty and where it is deemed the 
penalty is unjust will provide the respondent 
with representation on a subsequent grievance. 


Where the Component or Component Officer has 
recommended that a complaint filed pursuant to 
point 5 not be upheld the complainant may refer 
the matter to the PSAC National President for 
review. 


Upon receipt of a complaint pursuant to point 8, 
the PSAC National President shall: 


a) consult the Component concerned in accord- 


ance with Section 9, Sub-Section (2) of the 
PSAC Constitution; and 
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b) where appropriate, establish a committee to 
review the complaint. 


10. In a situation where it appears that the com- 
Plainant may have a valid complaint, however 
insufficient factual information exists and the 
complainant wishes to proceed, the complainant 
Should be referred to the Anti-Discrimination 
Directorate of the Public Service Commission or 
the Human Rights Commission for an independent 
review and investigation. And in such situa- 
tions, the PSAC will assist the complainant in 
filing a complaint. : 


Any member of the Public Service Alliance of Cana- 
da who is found guilty of Personal/Sexual Harassment may be 


disciplined in accordance with PSAC Regulation 19 and  Sec- 
tion 20, Sub-Section 4 (m) of the PSAC Constitution. 


September 1984 NBod 


Revised: January 1989 NBoD 
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HARASSMENT IN THE WORKPLACE 


Almost all working women will be subjected to sexual harassment at some point or other in their 
working lives. Yet, despite the pervasiveness of the problem, until recently it had remained an almost 
uncharted area in the fight to end discrimination at work and in society as a whole. Now, with the growing 
initiatives of women’s groups and of unions like CUPE, this devastating hazard is being brought out into 
the open and fought head on. 


Sexual and other personal forms of harassment are fraught with fear, controversy, and emotional 
intensity. There is the victim's insecurity and fear of losing her job or jeopardizing her economic livelihood 
if she reports the harassment; the controversy over defining what constitutes sexual or personal harassment: 
and the emotional toll harassment exacts on victims and their families. 


Because of this, unions must blend courage with sensitivity when developing educational programs, 
internal procedures, and bargaining and legislative strategies to deal with the problem. 


A major area of contention is defining what constitutes sexual or personal harassment. Many argue 
that what is harassment to one person may not be to another. But this view has not deterred CUPE from 
taking harassment and its consequences seriously. Some elements of the definition simply can’t be 
disputed. Harassment is an abuse of power or position. It is a form of emotional! extortion, and an attack 
on a person’s personal integrity. It is used to intimidate victims into submission, to demean them, or to 
adversely affect their working future. It is often repetitive, always humiliating, and always damaging to the 
victim's health and psychology. The key element differentiating harassment from flirtation, “friendly gestures”, 
or kidding around is that it is not welcome, not mutual, and not equal. 


Workers of both sexes have been subjected to this hazard, but the majority of victims are women. It 
is easy to see the social and economic roots of harassment. Traditionally, women have been thought of 
as sexual commodities who mean “yes” when saying “no”. Women have been looked on as the physi- 
cally — and, all too often, mentally — weaker sex. . 


Rarely have women achieved positions of power in either the workplace or the political sphere. When 
they have made their way into non-traditional areas, they have had to overcome prejudice and skepticism 
before gaining acceptance. And on the economic front, women’s average earings have consistently 
lagged far behind those of men. 


Is it any wonder, then, that bosses, supervisors and on occasion co-workers and even fellow unionists 
have subjected women to the power play of sexual or personal harassment? 


It is precisely for these reasons that CUPE is approaching the battle to end workplace harassment as 
a vital element in our efforts to achieve full respect and full economic and social equality for women. 


Until recently, a victim of harassment had few options in dealing with the problem. She could either 
submit, quit, or endure the coercion and stress that go with non-compliance. Coming forward with her 
Story was a risky business, since she was almost sure to be faced with blame, or doubt, or complacency, 
and she may not have had iron-ciad proof of her allegations. 


Now things are changing, albeit slowly. While legislative measures to protect workers against sexual 
and personal harassment are still lacking, unions have taken the lead in recognizing and combatting the 
problem. Backed by sexual and personal harassment clauses in their contracts, educational programs 
which are more effective, and unions which are more supportive, victims are finding the courage to come 
forward and identify and denounce the harassers. 


The best strategy in this matter for us as trade unionists is to have an impact on the workplace: 
making management aware of the problem, making employees aware of the issue (and aware of their 
rights under legislation and under their collective agreement), and training local union officers and stew- 
ards to deal with the problem in the context of their workplaces and within our own structures. 


What can local unions do in the workplace to put in place the key elements of this strategy? First and 
foremost, a strong harassment clause should be negotiated into the contract that includes a definition of 
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harassment, its rationale, a detailed and sensitive grievance procedure, and a strong obligation on 
management to assure a harassment-free environment. Beyond that, locals should press for broader 
educational and preventive measures. These could include a jointly developed union-management policy 
on harassment posted in each work area; an anonymous/confidential employee survey on the extent of 
the problem, with an analysis of the results circulated throughout the workplace; and joint education 
seminars in the workplace for employees and managerial staff, with ongoing orientation of new employ- 
ees on the issue. After all, as the Supreme Court of Canada ruled in the recent, historic Robichaud case, 
management is legally responsible for the actions of harassers in its employ. This gives us a very good 
basis on which to push for progress. 


At the national! level, through our National Women’s Task Force and our new Equal Opportunities 
Department, CUPE will continue to put emphasis on raising the awareness of our members on the issue 
and providing locals with assistance in developing protective clauses against harassment, appropriate 
internal procedures, and educational programs and policies for the members and for the workplace. 
CUPE at all levels must promote the dissemination of literature, courses, and training on workplace 
harassment at national and provincial conventions and CUPE-sponsored educationals. And we must also 
urge and assist our chartered organizations to examine our own practices, and to work to respect one 
another's rights in every way in our own ranks, because co-workers and fellow unionists can be harassers, 
too. 


CUPE is confident that harassment can be stamped out in the workplace and in society. Accordingly, 
we will continue to push for stronger contractual and legislative measures and to develop appropriate 
internal procedures to end this assault on workers’ dignity and health. The long-term solutions, however, 
lie in the broader fight to eradicate the social and economic disparities between women and men. 
Through that broader fight, women and men will come to abandon the restrictive role stereotypes of each 
other, truly recognize and remunerate each other as equals, and truly communicate with each other. Only 
then will we all be able to work and live in a non-threatening environment. And only then will we be able to 
value and trust each other as sisters and brothers in our contribution to the workplace and to society. 


This policy paper was adopted by the CUPE delegates 
at the 198/ National. Convention. 
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NATIONAL CONVENTION © Q CONGRES NATIONAL 


October 14-18, Winnipeg, Manitoba Sati 14-18 octobre, Winnipeg (Manitoba) 


wuly 9771991 


TO ALL CUPE CHARTERED ORGANIZATIONS 


Dear Sisters and Brothers: 


Re: Combatting any Sexual or Racial Harassment 


at _ the Upcoming CUPE National Convention 


Sexual and racial harassment divide us as workers, and 
can undermine the dignity and respect of our sisters and 
brothers. 


Accordingly, at this year's National Convention in 
October, delegates and staff will be able to call on 
a small team of members and staff for assistance in 
dealing with any sexual or racial harassment. 


Sexual harassment is defined in CUPE policy as any 
repeated and unwarranted sexual comments, looks, 
suggestions or physical contacts that make an individual 
feel uncomfortable. The same general criteria can be 
applied to racial harassment. 


Sexual and racial harassment should not be confused with 
interactions which are mutually pleasing and friendly. 
Sexual and racial harassment are not "harmless", and 
should not be treated as a joke. 


Having this team of "ombudspersons" to assist delegates 
and staff at the National Convention is part of CUPE's 


ongoing campaign to fight sexual and racial harassment 
wherever it exists. 


Yours in solidarity, 


SS ene y 


JEFF ROSE Y DARCY : 
National President National Secretary-Treasurer 
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C.c. Women's Task Force; Rainbow Committee 
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HARASSMENT 


POLICY 


8th Annual Convention 
June 3 to 7, 1991 
Ottawa, Ontario 
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CWC HARASSMENT POLICY 


Tre CWC wants to provide a harassment free environment at all its functions. 


There are two principles that are fundamental to the trade union movement: human rights 
and solidarity -- harassment strikes at the heart of both. As trade unionists we must work 
to protect each others rights and not take them away. 


To uphold these principles we must work and socialize together in an atmosphere of 
mutual respect, showing co-operation and understanding of our similarities and differ- 
ences. The CWC will neither condone behaviour that is likely to undermine the dignity 
or self-esteem of an individual, nor create an intimidating, hostile or offensive environ- 
ment. 


Harassment is not a joke. It creates feelings of uneasiness, humiliation and discomfort. 


It is an expression of perceived power and superiority by the harasser(s) over another 
person, usually for reasons over which the victim has little or no control. 


Harassment can be defined as any unwelcome action -- whether verbal or physical -- on 
a single or repeated basis, which humiliates, insults or degrades. 


“Unwelcome” or "unwanted" in this context mean any actions which the harasser knows 
or ought reasonably to know are not desired by the victim of the harassment. 


For the purpose of this policy, racial and sexual harassment are defined as follows: 


Racial Harassment is any unwanted comments, racist statements, slurs, and jokes. 
Racist graffid and literature including articles, pictures and posters. 


Sexual Harassment is any unwanted attention of a sexual nature such as remarks about 
appearance or personal life, offensive written or visual actions like graffiti or degrading 
pictures, physical contact of any kind, or sexual demands. 


The CWC considers harassment of any kind a serious offence. Complaints 
of harassment at CWC activities will be investigated. 
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RESOLUTION AND COMPLAINT PROCEDURE 


person who believes that he or she is a victim of sexual or racial harassment should 
take immediate remedial action. 


Make it clear that the attention or offensive behaviour is not welcome, either on your 
own (verbally or in writing) or via a third party. Warn him or her that if the behaviour 
continues you will pursue the matter. (It may be that the individual is unaware that the 
behaviour is offensive.) 


If the inappropriate behaviour persists, the victim concerned shall approach one of the 
Designated Representatives and ask him or her to act on their behalf. The same 
process should be followed at each type of CWC function, except that in each situation, 
the Designated Representative is different. 


The Investigation of each incident will be handled confidentially and expeditiously, 
with particular sensitivity being shown for the victim. In conducting the investigation, 
the necessary records must be maintained. 


The Resolution would include, but not be limited to, options of apology, reprimand and 
possible expulsion. (Additional action may be pursued in accordance with CWC’s 
Constitution or a complaint lodged at the appropriate Human Rights Commission.) 


A Written Report would be made to the president of the local the harasser comes from, 
with copies to the Regional Vice President. (In the event that the harasser is a staff 
member or officer, the report shall be made to the appropriate Regional Vice President 
and/or the President.) 


At Convention the Designated Representative would be the Executive Board member 
designated as the Ombudsperson for the convention. 


At Conferences the Designated Representative would be the Vice President of the 
Region or his/her designate. 


At Regional Council Meetings the Designated Representative would be the Vice 
President of the Region or his/her designate. . 


At Education Courses the Designated Representative would be the instructor and/or 
Vice President of the Region or his/her designate. 
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At the Local Level the Designated Representative would be an appropriately trained 
member of the Local Executive. 


In order to familiarize all CWC members, staff and officers with the policy and 
procedures in the event of harassment, the following steps will be taken: 


|W 


A clause will be added to Article 3 - OBJECTS, of CWC’s Constitution to promote 
the right of CWC members to be free from harassment in the workplace and at all 
union functions. 


Regional Vice Presidents will be designated Ombudspeople of the union and 


2. 
respond to any problems, or deal with any concerns, with regard to racial or sexual 
harassment in their region. 

5) An introductory statement on harassment will be made at the start of every CWC 
Education Course, Regional Council Meeting, Conference or Convention. 

4. A pamphlet will be produced outlining CWC’s policy on harassment for distribu- 
tion at all CWC functions, and to the executives of all locals. 

5. A poster will be produced for putting up in CWC local offices, at workplaces and 
at CWC functions. 

6. A module on harassment will be developed for adaptation and inclusion in CWC 
education courses as appropriate. 

a Training will be provided for Designated Representatives, at every level of the 
union, in order to facilitate their responding to cases of alleged harassment. 
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SPECIAL ISSUE 


OPSEU pledges resources to aid 


July 29, 1992 


victims of sexual harassment 


A wide-ranging program of action 
against sexual harassment has -been 
adopted by OPSEU’s executive board. 

The focus is harassment of a union 
member by another union member. 

The board acted at a special midsum- 
mer meeting July 24, following allega- 
tions that two female correctional officers 
were “seriously sexually assaulted” at the 
Bell Cairn training school in Hamitton. 

A police investgation is underway, 
and the government has set up an inquiry. 

Other allegations of sexual harassment 
have surfaced recently, including an inci- 
dent at Old Fort William in Thunder Bay. 

The union “will make all its resources 
available to assist victims of sexual ha- 
Tassment and assault, and to educate its 
members about the issue,” said union 
President Fred Upshaw. 

“OPSEU members are outraged at the 
allegations of sexual assaults. We must 
demonstrate that we have zero tolerance 
for sexual harassment.” 

The board committed the union to: 
¢ Propose to the corrections ministry a 
joint one-day session for all women in the 
ministry. “The employer should be held 
accountable for ensuring that our work- 
places are safe.” 
¢ Explore the possibility of “substanual 
involvement” with the independent in- 


quiry of Judge Inger Hansen and demand 
‘@ royal commission into sexual -herass—-~ 
ment in the corrections mimistry._ 

¢ Establish a parmership with Sexual 
Assault Centres across Ontario, and get 
employers to pay the cost of counselling 
services for victims of sexual harassment. 
¢ Establish a support group for women 
“in Corrections and other non-traditional 
workplaces.” 

¢ Outline clearly the support and assis- 
tance available for victims of harassment. 
¢ Form a team or pool of trained staff 
and/or members (one in each of OPSEU's 
seven regions) to deal with sexual harass- 
ment cases in a confidential manner. 

¢ Ask the Provincial Women's Commuit- 
tee to look at union structures “that create 
and perpetuate barriers to women coming 
forward to disclose incidents of harass- 
ment and receiving the necessary sup- 


port. 

¢ The PWC to hold forums “so that all 
members (male and female) can speak 
with the committee in aconfidential man- 
nett 

e Amend the union constitution to pro- 
vide sanctions against members “who 
have breached the union’s principles.” 

e Ensure thar harassers receive rehabili- 


tation counselling toenable them tochange 


attitudes and behaviour. 


Here’s what you can do 
if you are harassed at work 


‘Sexual harassment in the workplace 
takes many forms: jokes, leering, touch- 
ing, sneering, demands for sexual favours, 
suggestive gestures, persistent invitations 
to socialize, crude comments and ques- 
tions about one’s sex life. 

You don’t have to put up with sexual 
harassment. You have a right to a work 
environment that:is free from it Your 
employeris obliged to protect you from it 

If you're sexually harassed, here’s what 
you can do: 

e If you're assaulted, call the police . 

¢ With any other form of sexual harass- 
ment, tell the harasser to stop! Make it 
plain the behaviour is offensive and un- 
welcome. 

¢ Keep a wniten record of what hap- 
pened. and the names of witnesses. if any. 
e Tell someone: a trusted co-worker, 
your union steward or other local union 
Officer. 

¢ Ifyou feel uncomfortable dealing with 
them. contact your union staff representa- 
tive at the OPSEU regional office nearest 
you. The 20 offices are listed in every 
issue of the union magazine Voices. Or 


ONTARIO PUBLIC SERVICE: EMPLOYEES UNION. 
S- SYNDICAT DES EMPLOYE-E-S DE LA Poy joao ect BONTARIO 


you can get their phone numbers from the 
union head office in Toronto. 

¢ You can also get help from OPSEU’s 
equal opportunities and human rights staff 
at head office (448-7414 or 448-7434). 
Toll-free phone numbers are: from area 
416 outside Toronto, 1-800-268-8850, 
from area codes 519,613 and 705, 1-800- 
268-7376; and from area code 807, 1- 
800-668-3949. 

¢ If dealing with the harasser directly or 
through a mediator doesn’t work, ask 
your supervisor to tell the harasser to stop. 
¢ Wait a few days for the employer to 
discuss the matter with the harasser and 
get back to you. 

° _Tf you don’t like the answer, file a 


¢ Know yourrights! Use yourcollective 
agreement. Find out if your employer has 
a workplace policy on sexual harassment, 
use it if your collective agreement is si- 
lent. Failing this, file acomplaint with the 
Ontario Human Rights Commission, or 
contact the Ombudsman. 


-Help for victims 


is union priority, 
Upshaw says 


OPSEU members have every 
right to be shocked and outraged 
that two union sisters were sexually 
assaulted at a government facility. 
the Bell Cairn training centre oper- 
ated by the corrections ministry in 
Hamilton. 

A decade ago we amended our 
constitution to guarantee members 
freedom from sexual harassment 
Members are entitled to be treated 
with digmty and respect 

Over the years we have built on 
this strong stand against sexual ha- 
rassment Recent events show that 
our policies need to be reinforced. 

Vicums of sexual harassment 


- arecomuing forward in greater num- 


bers. Incidents are not limited to 
one ministry or workplace. We must 
be careful not to point the finger at 
any one group of members. 

We must make help for the vic- 
tum our first priority. Members who 
are harassed by other members must 
know they can num to the union for 

support, counselling and protection. 

Byers also teres poticies that 
will change the attitudes and 
behaviour of potential and actual 
harassers among our membership. 

That’s why I was so impressed 
when our executive board tumed 
out for a special ie in mid- 


because the board wants you [o 

know that it takes the problem of 

sexual harassment very seriously. 
Ithas adopted a program to offer 


one of our members hurts all of us. 
By joining together to fight 
sexual harassment, we will encour- 


age respect for the dignity and worth 
of all our members, and make our 
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USWA HARASSMENT POLICY 


The United Steelworkers of America wants to provide a harassment 
free environment at all USWA activities. 


We have democratically passed tough, meaningful anti-sexual and 
anti-racial harassment policies at Canadian Policy Conferences of 
our Union. They are not just words. We take them seriously. We 
have and will act on then. 


Mutual respect must be the basis of interaction among trade 
unionists in addition to cooperation and understanding. The USWA 
will neither tolerate nor condone behaviour that is likely to 
undermine the dignity or self-esteem of an individual, or create an 
intimidating, hostile or offensive environment. 


Harassment is not a joke. It creates feelings of uneasiness, 
humiliation and discomfort. 


It is an expression of perceived power and superiority by the 
harasser(s) over another person, usually for reasons over which the 
victim has little or no control; sex, race, age, creed, colour, 
marital status, sexual preference, disability, political or 
religious affiliation, or place of national origin. 


Harassment can be defined as any unwelcome action by any person, 
whether verbal or physical, on a single or repeated basis, which 
humiliates, insults or degrades. 


"Unwelcome" or "unwanted" in this context means any actions which 
the harasser knows or ought reasonably to know are not desired by 
the victim of the harassment. 


Prohibited grounds under the Ontario Human Rights Code include: 
race, sex, age, marital status, and sexual orientation and 
disability. 


For the purpose of this policy, racial and sexual harassment is 
defined as follows: 


Racial Harassment: 


1) Unwanted comments, racist statements, slurs, and jokes. 
Racist graffiti, and literature including articles, pictures 
and posters. 


ts 


2) Any unwanted attention of a sexual nature such as remarks 
about appearance or personal life, offensive written or visual 
actions like graffiti or degrading pictures, physical contact 
of any kind, or sexual demands. 


These are two principles that are fundamental to the trade union 
movement: human rights and solidarity. Harassment strikes at the 
heart of both. As trade unionists we must work to protect rights, 
not take them away. 


Trade union principles prohibit us from infringing on the human 
rights of others, and oblige you to stand with them to protect 
rights when others attack thea. 


The USWA considers harassment of any kind a serious offence. | 
Complaints of harassment at activities of the Union will be 
investigated. A substantiated complaint will result in the removal 


of the harasser from the event. A letter outlining the reasons for 
the removal will also be sent to the appropriate local union. 
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TUAC WWAIDA Ui — CANADA 


UNION INTERNATIONALE DES TRAVAILLEURS UNITED FOOD AND COMMERCIAL WORKERS 
ET TRAVAILLEUSES UNIS DE L’(ALIMENTATION INTERNATIONAL UNION AFL CIO-CLC-QFL 
DU COMMERCE FAT COI-CTC-FTQ 


eS 


3750 boulevard Crémazie est, bureau 201, Montréal, Québec H2A 1B6 
(514) 593-5530 1-800-361-9744 / Telefax (514) 593-1501 


POLICY ON NO HARASSMENT 


It is the policy of the UFCW Canadian Council to declare our absolute opposition to any 
discrimination or harassment on the basis of race, colour, sex, religious or political affiliation, 
national or ethnic origin, age, mental or physical disability, sexual orientation, citizenship, creed 
record of offenses, marital or family status. To ignore discrimination or harassment is to 
condone the acts of the harasser and further penalise the victim. 


Union Solidarity is based on the principle that we are all bothers and sisters that we are 
equal. Discrimination and harassment erodes that principle because it assumes that some Union 
members are inferior. 


Harassment is defined as any unwelcome action, whether verbal or physical, on a single 
or repeated basis, which humilates, insults or degrades. Such acts may be subtle or overt, but 
they are always offensive and demeaning. Unwelcome means any action which the harasser 
knows or ought reasonably to know is not desired by the victim. 


@) Discrimination and harassment are expressions of power or perceived power and 
superiority. It is intended that this policy send a clear message to harassers that their actions 
will not be tolerated and to empower victims with the support of their Union brothers and Sisters. 


PROGEDURE 


I) Confidentiality will be respected throughout. 
2) If a participant believes they are being harassed at the function and wants help then: 


a) The victim, accompanied by a suportive sister or brother (if they choose) 
shall approach the highest Council official at the function. 


b) The Council official will immediately investigate with a view to resolving 
the problem. The Council official may take action necessary to stop the 
harassment up to and including removal of the harasser from the function. 


Cc) An incident involving the removal of a harasser must be recorded and 
brough to the attention of the President of the Council. 


Se a a ee ee ee eee 
Bureau National Bureau International 

61 International boulevard 1775 “K Street, N.W. 
Suite #300, Rexdale, Ontario MSW 6K4 Washington, D.C. 20006 
(416) 675-1104/Telefax (416) 675-6919 * (202) 223-3111 
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SEXUAL/RACIAL HARASSMENT POLICY 
TO BE READ AT ALL UNION FUNCTIONS 


CUPW believes that by encouraging participation of all our members we are building a Union - 
that can carry on the struggle for respect, rights and dignity. That is why our Union is taking 
a Stance against harassment at any union function. If any union member is discouraged from 
participating in CUPW as a result of harassment, we are all weakened. 


Sexual and racial harassment and discrimination against lesbians and gays create tension and 
division between union members and go against the Union’s principles of solidarity and equality. 
These principles are contained in our National Constitution. 


In order to deal with any incidents of harassment or discrimination, we must define and 
understand what is sexual or racial harassment, or homophobia. 


WHAT IS SEXUAL HARASSMENT? 


Sexual harassment has nothing to do with mutual desire, love, attraction or affection. Sexual 
harassment is not sexually motivated, but rather an expression of power over the victim. It is 
not a joke, harmiess fun or flirtation. Sexual harassment is degrading, intimidating, humiliating, 
and may include verbai abuse or threats, unwelcome remarks, jokes, innuendos or taunting about 
a person’s body or attire, the displaying of pomographic material, leering and unnecessary and 
unwanted physical contact. 


WHAT IS RACIAL HARASSMENT? 


Racial harassment is any action, whether verbal or physical, that expresses or promotes. racial 
hatred such as racial slurs, written or verbal offensive actions, jokes or unwanted comments or 
acts. 


WHAT IS HOMOPHOBIA? 


| Homophobia is a fear of homosexuality and/or a dislike of certain people based solely on their 
sexual orientation. Like sexual or racial harassment, it includes jokes, innuendos, unweicome 
remarks and taunting about a person’s body, attire or mannerisms. 


IF YOU FEEL THAT YOU ARE EXPERIENCING OR HAVE EXPERIENCED SEXUAL 
HARASSMENT, RACISM OR HOMOPHOBIA OR YOU ARE GENERALLY CONCERNED 
ABOUT AN INCIDENT OR ATMOSPHERE AT THIS FUNCTION, YOU ARE 
ENCOURAGED SaelO DISCUSS”. IT, WITH! vu.) Amr ot Oa OR 

INCOMPLETE CONFIDENTIALITY. ANY INCIDENT WILL 
BE TAKEN SERIOUSLY. 7 


By respecting each other’s right to participate, we can collectively ensure that our union functions 
are harassment-free. 
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SECTION VI -- 1 Sexual Harassment Working It Out 


SECTION VII 


SEXUAL HARASSMENT SCENARIOS: IS IT HARASSMENT? 


SCENARIOS FOR ROLE PLAYS AND STRATEGIES 


COURSE EVALUATION 


A joint project by the Ontario Federation of Labour and the Ontario Women's Directorate open343 
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SECTION VII -- 2 Sexual Harassment: Working It Out 


SEXUAL HARASSMENT SCENARIOS: 
IS TT HARASSMENT? 


Below is a list of incidents or behaviours. Your task as a group is to 
place each one in one of the following categories: 


A. DEFINITELY SEXUAL HARASSMENT 


= COULD BE SEXUAL HARASSMENT 
C. DEFINITELY NOT SEXUAL HARASSMENT 
SEXUAL HARASSMENT QUIZ 


PICK A MEMBER OF YOUR GROUP TO REPORT 


1. Louis and Marguerite work in the same office. Whenever Louis is 
near Marguerite, he makes a point of brushing against her or 
rubbing her back. Marguerite doesn’t like it and has told Louis 
that it upsets her. Louis persists. 


2 Maria is new on the job. On her third day at work, her boss, 
Daniel, commented that they would have to get to know each 
other better since they would be working closely. He then invited 
her for a drink after work. 


3. Hassan is a stock clerk. All of his co-workers are female. He is 
young and attractive, and the women take turns teasing him about 
his physique and making suggestive remarks. As a result, Hassan 
often finds it hard to concentrate on his work. This has led to 
work errors, and Hassan has been given a warning by his boss. 
Hassan has now asked the women to stop, but they treat it as a 
big joke and continue. 
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SECTION VII -- 3 Sexual Harassment: Working It Out 


4. Several workers and a supervisor are telling sex jokes at their 
table during coffee break. Leslie, who is sitting at a nearby table, 
overhears several of the jokes and is upset. 


5; A vacancy has been created in Marek’s department for the 
position of assistant supervisor. Jack and Brenda have both 
applied for the position. At the end of her interview, Marek gives 
Brenda a knowing smile and invites her to continue the interview 
tonight at his apartment. 


6. Robert is a local union president and has an established 
reputation as a womanizer. At one time or another, he has made a 
pass at every woman activist in the local and at conferences. 
Jocelyne is a new delegate from the local attending a union 
conference with Robert. On his return from lunch, Robert 
compliments Jocelyne on her appearance and gives her a rose 
and a wink. 


a: Denise is an attractive young woman with a "good figure." She 
wears flashy clothes and loves to get compliments on her 
appearance. She handles herself well and usually gets the notice 
she wants, especially from Brian, who makes no secret of his 
admiration for Denise’s looks. This upsets several of her female 
co-workers who have complained about Brian’s “attitude.” 


8. During local elections, Fatima and Raymond are both running for 
president. Some of Raymond’s supporters have been spreading 
rumours about Fatima’s supposed affair with a staff rep. One of 
Fatima’s supporters sees one of Raymond’s supporters writing 
“slut” on one of Fatima’s campaign flyers and there is graffiti 
referring to Fatima’s sex life in the men’s washroom at work. 


9. Gabrielle is a new delegate at a two-day union conference out of 
town. After the day’s session, she goes out for dinner with a 
group of members from her local and some new acquaintances 
from a local in another city. That night, at two in the morning, her 
hotel room phone rings. A man’s voice says, "Hey, Gabby, don’t 
you want to party? | know what room you’re in.” Gabrielle hangs 
up the phone without saying a word, and lies in bed feeling scared 
for more than an hour. 
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SECTION VII -- 4 Sexual Harassment: Working It Out 


10. Roy works on a cable installation crew. One day at lunch, the 
group was Sitting around telling jokes. Some of the jokes were 
about homosexuals, and Roy told his co-workers that he objected 
to them. This didn’t go over very well with the guys, who now Call 
Roy a "faggot" or “queer.” In fact, one of the crew members told 
the supervisor he doesn’t want to work on the same crew with a 
homosexual and has asked for a transfer. 
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SECTION VII -- 5 Sexual Harassment: Working It Out 


SCENARIOS FOR ROLE PLAYS AND STRATEGIES 


INSTRUCTIONS FOR SMALL GROUPS (4 OR 5): In each group, read over 
the situation. Consider how you would handle it if you were a steward 
and the matter came to your attention. Think about how you would 
proceed to investigate, advise, educate, and work toward resolution. 


Each person in your small group will take one of the roles suggested at 
the bottom of the sheet. This should help include a variety of 
perspectives in your problem-solving. Try to figure out who you would 
interview, and in what order. Pick a recorder to make notes on the way 
you would proceed. 


At the bottom is a suggestion for a three-minute Role Play depicting one 
key interview in the investigation and resolution process. You will be 
presenting this one scene to the whole class. Only some of the 
characters will be involved in this Role Play. 


NOTE: These situations are only hypothetical, so there is no one 
right answer. 


SCENARIOS FOR ROLE PLAYS AND STRATEGIES 


i Louis and Marguerite work in the same office. Whenever Louis is 
near Marguerite, he makes a point of brushing against her or 
rubbing her back. Marguerite doesn’t like it and has told Louis 
that it upsets her. Louis persists. Marguerite comes to the 
Steward to discuss this situation. 


2. Hassan is a stock clerk. All of his co-workers are female. He is 
young and attractive, and the women take turns teasing him about 
his physique and making suggestive remarks. As a result, Hassan 
often finds it hard to concentrate on his work. This has led to 
work errors, and Hassan has been given a warning by his boss. 
Hassan has now asked the women to stop, but they treat it as a 
big joke and continue. Hassan brings the situation to the 
attention of the Steward. 


3. During local elections, Fatima and Raymond are both running for 
president. Some of Raymond’s supporters have been spreading 
rumours about Fatima’s supposed affair with a staff rep. One of 
Fatima’s supporters sees one of Raymond’s supporters writing 
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SECTION VII -- 6 Sexual Harassment: Working It Out 


"slut" on one of Fatima’s campaign flyers and there is graffiti 
referring to Fatima’s sex life in the men’s washroom at work. 
Fatima raises the issue with the Steward. 


4. A member of the local who has read the union’s anti-harassment 
policy comes to the local executive requesting that the union 
address the issue of pin-up posters around the work areas. The 
member feels that this is a form of sexual harassment and should 
be stopped. The executive considers this concern and decides to 
take action. 
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SECTION VII -- 7 Sexual Harassment: Working It Out 
act a SASS 


SCENARIOS FOR ROLE PLAYS AND STRATEGIES 
GROUP 1 


In your group, read over the situation. Consider how a steward would 
handle it if the matter came to his or her attention. Think about how you 
would proceed to investigate, advise, educate, and work toward 
resolution. 


Each person in your small group will take one of the roles suggested at 
the bottom of the sheet. This should help include a variety of 
perspectives in your problem-solving. Try to figure out who you would 
interview, and in what order. Pick a recorder to make notes on the way 
you would proceed. 


At the bottom is a suggestion for a three-minute Role Play depicting one 
key interview in the investigation and resolution process. You will be 
presenting this one scene to the whole class. Only some of the 
characters will be involved in this Role Play. 


NOTE: These situations are only hypothetical, so there is no one 
right answer. 


Louis and Marguerite work in the same office. Whenever Louis is 
near Marguerite, he makes a point of brushing against her or 
rubbing her back. Marguerite doesn’t like it and has told Louis 
that it upsets her. Louis persists. Marguerite comes to the 
Steward to discuss this situation. 


1) Let one person in your group take on each of the following roles: 
Marguerite 
Louis 
Marguerite’s witness 
Steward 
Role Play Observer/Recorder 


2) in your group, work out a strategy for handling the case. 


3) Prepare a three-minute Role Play. Act out the first meeting 
between the Steward and Marguerite. 


ee 
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SECTION VII -- 8 Sexual Harassment: Working It Out 
a EE Se a 
SCENARIOS FOR ROLE PLAYS AND STRATEGIES 

GROUP 2 


In your group, read over the situation. Consider how you would handle it 
if you were a steward and the matter came to your attention. Think about 
how you would proceed to investigate, advise, educate, and work toward 

resolution. 


Each person in your small group will take one of the roles suggested at 
the bottom of the sheet. This should help include a variety of 
perspectives in your problem-solving. Try to figure out who you would 
interview, and in what order. Pick a recorder to make notes on the way 
you would proceed. 


At the bottom is a suggestion for a three-minute Role Play depicting one 
key interview in the investigation and resolution process. You will be 
presenting this one scene to the whole class. Only some of the 
characters will be involved in this Role Play. 


NOTE: These situations are only hypothetical, so there is no one 
h right answer. 
Hassan is a stock clerk. All of his co-workers are female. He is 
young and attractive, and the women take turns teasing him about 
his physique and making suggestive remarks. As a result, Hassan 
often finds it hard to concentrate on his work. This nas led to 
work errors, and Hassan has been given a warning by his boss. 
Hassan has now asked the women to stop, but they treat it as a 
big joke and continue. Hassan brings the situation to the 
attention of the Steward. 


1) Assign one person in your group to each of the following roles: 
Hassan 
Female co-worker who has teased Hassan 
Second co-worker who has teased Hassan 
Steward 
Role Play Observer/Recorder 


2) In your group, work out a strategy for handling the case. 


3) Prepare a three-minute Role Play. Act out the first meeting 
between the Steward and one or two of the women involved. 
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SECTION VII -- 9 Sexual Harassment: Working It Out 


SCENARIOS FOR ROLE PLAYS AND STRATEGIES 


SUCENARIVS PY EE eee 


GROUP 3 


In your group, read over the Situation. Consider how you would handle it 
if you were a steward and the matter came to your attention. Think about 
how you would proceed to investigate, advise, educate, and work toward 
resolution. 


Each person in your small group will take one of the roles suggested at 
the bottom of the sheet. This should help include a variety of 
perspectives in your problem-solving. Try to figure out who you would 
interview, and in what order. Pick a recorder to make notes on the way 
you would proceed. 


At the bottom is a suggestion for a three-minute Role Play depicting one 
key interview in the investigation and resolution process. You will be 
presenting this one scene to the whole class. Only some of the 
characters will be involved in this Role Play. 


NOTE: These situations are only hypothetical, so there is no one 
right answer. . 


During local elections, Fatima and Raymond are both running for 
president. Some of Raymond’s supporters have been spreading 
rumours about Fatima’s supposed affair with a staff rep. One of 
Fatima’s supporters sees one of Raymond’s supporters writing 
"slut" on one of Fatima’s campaign flyers and there is graffiti 
referring to Fatima’s sex life in the men’s washroom at work. 
Fatima raises the issue with the Steward. 


1) Assign one person in your group to each of the following roles: 
Fatima 
Fatima’s supporter 
Raymond’s supporter 
Steward 
Role Play Observer/Recorder 


2) In your group, work out a strategy for handling the case. 
3) Prepare a three-minute Role Piay. Act out the meeting between 


the Steward and Fatima’s supporter who Saw another member 
defacing the campaign flyer. 
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SECTION VII -- 10 Sexual Harassment: Working It Out 


SCENARIOS FOR ROLE PLAYS AND STRATEGIES 


GROUP 4 


In your group, read over the situation. Consider how you would handle it 
if you were a steward and the matter came to your attention. Think about 
how you would proceed to investigate, advise, educate, and work toward 

resolution. 


Each person in your small group will take one of the roles suggested at 
the bottom of the sheet. This shouid help include a variety of 
perspectives in your problem-solving. Try to figure out who you would 
interview, and in what order. Pick a recorder to make notes on the way 
you would proceed. 


At the bottom is a suggestion for a three-minute Role Piay depicting one 
key interview in the investigation and resolution process. You will be 
presenting this one scene to the whole class. Only some of the 
characters will be involved in this Role Play. 


NOTE: These situations are only hypothetical, so there is no one 
right answer. 


A member of the local who has read the union’s anti-harassment 
policy comes to the local executive requesting that the union 
address the issue of pin-up posters in some work areas. The 
member feels that this is a form of sexual harassment and should 
be stopped. The executive considers this concern and decides to 
take action with the employer. 


1) Assign one person in your group to each of the following roles: 
Local member 
Executive member 
Staff rep 
Director of Personnel 
Role Play Observer/Recorder 


2) In your group, work out a Strategy for handling the case. 

3) Prepare a three-minute Role Play. Act out the first meeting 
involving the Executive Member, Staff Rep, and Director of 
Personnel. 
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Sexual Harassment: Working !t Out 


a a a cr 


COURSE EVALUATION 


INSTRUCTORS: Return completed form to your course instructor immediately following completion 
of course. 


INSTRUCTOR’S NAME: DATE: 


Circle one of the following statements 1 through 5. Additional space is provided for your 
comments. 


SA- strongly agree A-agree U-uncertain D- disagree SD- strongly disagree 


1. The course title and description accurately reflected the course content. SA, (A "UD SD 
2. The workshop objectives were clearly defined. SA A U D_ SD 
3. The eperuve: of the workshop were achieved. SA A U D SD 
4. The instructor was well prepared. SA A U D SD 
5. | had sufficient opportunity to actively participate in the session. SA A U D SD 


6. (a) The areas in which | would have liked more emphasis/additional subject areas were: 


i ie A ee 
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Sexual Harassment: Working It Out 


(b) The areas in which | would have liked less emphasis were: 


7. Indicate suggestions you have to help the instructor improve his/her performance in future sessions. 


8. Additional Comments: 


) 
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